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ABS TRACT 


The purpose of the study was to investigate the job 
Ssavisfaction “or principals in the Province of Alberta. The 
study examined the extent of overall job satisfaction, satis- 
faction with aspects of the job, and the relationship between 
specific individual variables classified as personal, social, 
professional and organizational and job satisfaction. 

A questionnaire, Sauces of Principal Satisfaction, 
was developed for the study. Information was collected 
concerning individual variables including Locus of Control, 
Overall (SatvieractLom, 1 tem Satistaction and sources of Job 
attitudes. The final section enabled respondents to per- 
SOnally identity job aspects “cOontriLputine to overall satis- 
faction and overall dissatisfaction: ‘From the stratified 
random sample of 410 principals, usable responses were 
received from 327. Free-response answers were treated by 
Content Analysis while scaled-response answers were analyzed 
using six statistical techniques. 

Major findings of the study were: 

(1) Results indicated that principals were moderately 
Satisfied with the job and with aspects of the job. 

(2) In general, higher level needs of principals were less 
Satisfied than lower level needs. 

(3) Principals identified relationships with teachers, 
responsibility and autonomy, and a sense of accomplishment as 


sources of overallisatisfaction. Administration and ‘policies, 
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routine work, workload, societal attitudes towards education 
and parental attitudes towards the school were personally 
selected as sources of overall dissatisfaction. 

(4) The Motivator factor contributed more to overall satis- 
faction and the Hygiene factor contributed more to overall 
dissatisfaction. The facet, interpersonal relationships with 
teachers was found to be a Ssatisfier rather than a dissatisfier. 

(5) "Pactor analysis of the Item ee ees ayers Instrument 
revealed eight underlying clusters of aspects related to 
Principal joblisatistactiont 

(6) The two factors which made the most contribution to 
overall job satisfaction were Responsibility and Autonomy, 
and Principal-Teacher Work Involvement. 

(7) On overall job satisfaction differences were found 
between groups classified on six individual variables. 

(8) Differences between groups on satisfaction with aspects 
of the job were observed for a number of individual variables. 
(9) There was a tendency for job satisfaction to increase 

with age. However, the least satisfied principals were 

found to be older than the average but with less career 
experience. They aes also more vexternalsin Locus: of Control 
Orientation. 

(10) Both the™extent of overalls job satisfaction and the 
relationship between aspects of the job and overall job 
Satistection were found to vary for Locus of Control “and 
stages of career experience. The findings suggest that job 
Satisfaction is contingent upon different combinations of 


individual and work variables. 
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STATEMENT OF. THE PROBLEM AND DEFINITION OF TERMS 
INTRODUCTION 


In recent decades, writers have shown considerable 


interest in the job attitudes of workers. Terkel (19 
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in a widely acclaimed book, reported the job feelings of 
many Americans in a number of occupations. He observed both 
"hardly concealed discontent" and satisfaction that gave 

"a meaning to their work well over and beyond the reward of 
the paycheck." In an attempt to determine what workers want 
from their jobs, many researchers have investigated job 
Satistaction attitudes, both overall job satisfaction and 
satisfaction with specific aspects of the job. As a result 
of these studies, various joo enrichment schemes such as 
that proposed by Herzberg and Zautra (1976) have been 
implemented for the purpose of providing characteristics in 
the job which ores the individual achieve personal growth, 
develop new skills and acquire responsibility. 

However, only a small number of studies have dealt 
woh the job attitudes of school principals. The absence of 
research into the job attitudes of principals may be consid- 
ered surprising in view of the key position occupied by the 
principal in the public educational system. The principal's 
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work brings him into contact with diverse reference groups 
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such as students, staff, superintendent, school board and 
parents, all of whom may be affected to some degree by his 
decisions. According to Tuttle and Hazel (1974), the job 
attitudes of key personnel in an organization, such as 
principals, influence their own behavior and affect the 
attitudes and behavior of subordinates. Tanner (1976) also 
stated that the principalship is the key role in school 
effectiveness, or its lack. 
Lortie (1975) claimed that a large number of teachers 
desired an administrative position because promotion offered 
status gains and avoided the feelings of lack of success, 
or of being "passed over." However, Elboim-Dror (1973:13) 
made the following observation about the impact of promotion 
on educators: 
Upward mobility in education is followed by a 
conflict between the internalized professional 
values which require attachment to clients and 
professional work and that of social values which 
stress upward mobility. 

Further, an incumbent is: 
» » » torn between demands of his authority position 
which sometimes even required sanctioning his fellow 
teachers and by his attachment to the strata from 
which he grew and his needs to be liked by his 
former colleagues. 

The principal has been described by many writers as 
the man in the middle who must come to terms with anxiety 
and discomfort inherent in his administrative role. Miskel 
(1973) contended that principals have opportunities for 
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personnel. Farquhar (1976:13) detailed three recent develop- 
ments within the educational environment which have had an 
impact on the work ofpechoolmrincipals mand “illustrate the 
excruciating problems which have been emerging." He 
described: 

». a dilemma between pressures for humaneness, 

and pressures for accountability, a dilemma between 
pressures for decentralization and pressures for 
centralization, and a dilemma between pressures for 
expansion and pressures for retrenchment. 

AS tudy (0 faithe 2j)0b Yactitudes: (of wrincipals sshould 
provide an indication of their feelings about their job and 
about current problems encountered in their work environment. 
As well, such research should enable an investigation of 
work and individual variables that are associated with job 


attitudes and reveal the relationship between aspects of the 


job and overall job satisfaction. 
PURPOSE OF THE STUDY 


The purpose of this study was to investigate the job 
Satisfaction.of school’principals in the Province of Alberta. 
The study sought to assess the overall job satisfaction of 
principals and to determine aspects of the job which con- 
tributed to their job attitudes. Furtner aims were to 
examine differences in job satisfaction associated with 
individual characteristics) ofythe principals, and) to investi- 
gate the relationship of individual characteristics on the 


interaction between aspects of the job and overall job 
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STATEMENT OF THE PROBLEMS 


Problem 1: Overall Job Satisfaction 
Sub-Problem 1.1. To what extent do principals 


experience overall job satisfaction? 


Sub-Problem 1.2. Which facets of the job are per- 
sonally selected by principals as leading to their overall 


Sataeraction ane thelr overall dissatisfactizon with the, job? 


sub-Problem 1.3. To.what extent do facets of the 
job personally selected by principals as leading to their 
overall satisfaction and their overall dissatisfaction vary 


inJrelatlon=1orprincipals Vcharacteristacs? 


Problem 2: Item Satisfaction 
Sub-Problem 2.1. Which items of the job contribute 


Coinrmaneoi pals! sopreatietactron? 
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SUD=FPrOplemez yo. PNhich satisfaction? factors are the 


best predictors of overall job satisfaction? 


Problem 3: Overall Job Satisfaction and Principals’ 


Characteristics 


To what extent are differences in the Level of 
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overall job satisfaction of “principals associated with 


personal, social, professional and organizational variables? 


Sub-Problem 3.1. Personal variables: age; sex; 
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Sub=Problem 3.2.0 Social variables: marital status; 


employment status of spouse; community setting. 


Sub-Problem 3.3. Professional variables: admini- 
Sstrative experience; educational level, post-secondary 
education; educational level, graduate work in educational 
administration; involvement in professional and community 


BO Ulva OSs 


Sub-Problem 3.4. Organizational variables: type of 
employing authority; administrative assignment; organization- 


al size; teaching assignment; Budget Decision Scale. 


Problem 4: Satisfaction Factors and Principals' 


Characteristics 
To what extent are differences in the level of prin- 
Cipalsbisatisiagticniwitniwich factors tassociated wi th 


personal, social, professional and organizational variables? 


Sub-Problem 4.1. Personal variables: age; sex; 
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Sub-rroblemaiecn pc OCiall variablestsnmarital, status: 


employment status of spouse; community setting. 


Sub-Problem 4.3. Professional variables: admini- 
Strative experience; educational level, post-secondary 
education; educational level, graduate work in educational 
administration; involvement in professional and community 


activities. 
Sub-Problem 4.4. Organizational variables: type of 
employing authority; administrative assignment; organization- 


al size; teaching assignment; Budget Decision Scale. 


Problem 5: Further Analyses Of the Satisraction of 


Respondents 
Sub-Problem 5.1. What differences in individual and 


work variables exist between respondents who indicated high 
overall job satisfaction and those who indicated slight job 


SatLet actions Or dissatisfaction? 


sub-Problem 5.2. What differences in individual and 
work variables exist between respondents who indicated that 
they were most satisfied with the factor which was the best 
predictor of overall job satisfaction, and those who were 


least. satisfied with this: factor? 
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Problem 6: Relationship of Specific Individual Variables on 


the Overall Job Satisfaction/Satisfaction BRactOrsu La teraceLon 
What is the relationship of selected individual 
variables on the interaction between satisfaction with job 


factors and overall job satisfaction? 


Sub—-Problem 6.1.°° Personal variable: Locus of Gontrol. 


Sub-Problem 6.2. Professional variable: career 


experience. 


DEFINITIONS 


Job Satisfaction 
Job satisfaction was defined in the manner proposed 
by Locke’ (1969:314) as an affective reaction to the job 
Situation. = this) glopal concept Of job tsatisfaction-was 
adopted by Dunn and Stephens (1972:318) in their definition 
"a feeling which has arisen in the worker as a response to 
the: totalejob situations.” 
A similar definition was used by Feldman (1976:436): 
Job satisfaction is an overall measure of the degree 
to which an employee is satisfied and happy in his 
or her work. 


Aspects of the job are considered to contribute differentially 


Oo the arousal ofvan overall feeling of satisfaction. 
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Operational Definition of Overall Job Satisfaction 


Overall job satisfaction was defined in this study 
as the expressed satisfaction of respondents with their job 
in alivigs aspects. Sispecificahiy  thistrelated to their 
Present POsition, theim social relationships in their job, 
the use of their abilities and the effectiveness of their 


school in educating students. 


satisfaction with Aspects of the Job 


Brown (1973) pointed out that while most workers 
like their jobs, there are some aspects of the job with which 
they are dissatisfied. Smith, Kendall and Hulin (1969) 
described the individual as experiencing differential job 
Satisfactions, seach vderived’fromfatspecificuaspect of his 
work. To avoid semantic confusion between aspects of the 
job personally selected by respondents and those identified 
by the researcher, the terms, facet satisfaction and item 


Satisfaction, respectively, have been used in the study. 


Operational, Definesioneonr, Facetnsatistaction 


This term was reserved in this study for those 
aspects of the work situation personally identified by the 
respondents as contributing to their overall job satisfaction 


and overall job dissatisfaction. 


Operational Definition of Item Satisfaction 


This term referred to those aspects of the job 
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identified by the researcher as probable sources of principal 
Satisfaction. The items were specifically selected from the 
review of literature and were included in the questionnaire 


in?Section Ds item Satisfaction instrument: 


Operational Definition of Satisfaction Factors 


These were clusters of aspects derived by Factor 


Analysis of the Item Satisfaction Instrument. 


POCUS OLRGOn tre | 
Rotter’s (1966271 ) -definitionuof Internal-External 
Locus of Control stated: 


»- »« » an event regarded by some persons as a reward 
Or reinforcement may be differently perceived and 
reacted to by others. One of the determinants of 
this reaction is the degree to which the individual 
perceives that the reward fcllows from, or is con- 
tingent upon, his own behavior or attributes versus 
the degree to which he feels the reward is controlled 
by forces outside of himself and may occur independent- 
iy; of his towtsactions. fal ite perceptlonuc® causal 
relationship need not be all or none but can vary in 
degree. When a reinforcement is perceived by the 
subject as following some action of his own but not 
being entirely contingent upon his action, then, in 
our culture, it is typically perceived as the result 
of luck, chance, fate, as under the control of power- 
ful others, or as unpredictable because of the great 
complexity of the forces surrounding him. When the 
event is interpreted in this way by an individual, we 
have labeled this a belief in external control. If 
the person perceives that the event is contingent 
upon his own behavior or his own relatively permanent 
characteristics, we have termed this a belief in 
internal control. 
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ASSUMPTIONS 


The following assumptions were made in this study: 

(1) that aneindividualyci jobesatistactioniwas measurable 
by means of a questionnaire. 

(2) that principals who completed the Sources of Prin- 
cipal Satisfaction Questionnaire did so with sincerity. 

(3) that the respondents' relative ratings on the question- 
naire provided valid indicators of their satisfaction. 

(Aig jthatatniedratine  scaleyused in) Section =Beand) D of the 


questionnaire contained interval properties. 


LIMITATIONS AND DELIMITATIONS 


(7) sArlimitation-residesiin the instrumentationeused’ in 
Haasl shudyeewopecitically,athisiisrasscciatedewarn ithe 
extent to which variables selected for the study cover all 
major areas of concern, and with the reliability and valid- 
ity of Section D of the instrument which has not been 
established beyond the limits of this study. 

(2) The study has been delimited to a population of 


principals in Alberta. 


SIGNIFICANCE OF THE STUDY 


The study was considered to be important for several 


reasons. Kuhlen (1976) and Armstrong (1971) noted that 
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Souvces, Of satleiaction vary 10r occupational sroupe. This 
study examined data about 

Gye uae extcree OL orinerpals JOD satistaction 

Go, sSOUrceSsH OL sactistaction, an the gob, and 

(c) the relationship of individual characteristics 

to these job attitudes. 

The consequences of dissatisfaction among principals 
may be considerable within the work environment. Herzberg, 
Mausner and Snyderman (1959) noted that dissatisfaction had 
the potential to affect interpersonal relationships, mental 
health, performance and turnover. The study of principals' 
feelings and attitudes may contribute to improvement in 
their work environment. 

According to Schmidt (1976:60) efforts’ to make 
administration "more congenial, absorbing, and stimulating," 
require "knowledge of how administrators perceive their job 
environments." Policy-makers may use information on the 
impact of current organizational experiences on principals' 
job attitudes to modify policies and procedures. 

A study of the current job attitudes of principals 
could provide useful information to those concerned with 
developing and providing training programs and in-service 
eourses in educational administration. 

The instrumentation developed for the study might 
provide a means of assessing the job satisfaction of prin- 


Ccipals. 
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ORGANIZATION. OF THER THESIS 


This chapter presented an introductory statement 
which pointed out that although there was much interest in 
and research into the job attitudes of workers, few studies 
Mave investigaved the joOb Satisfaction of public school 
principals. The lack of research in this area was considered 
SUurprisin= in view of the influential position held by the 
Voc lpal in Feragvon LO. liis Varicus publics. and in view. of 
Ene, CUurreny Tesles Conironting the erincipalsnip. In 


addition, the chapter provided statements of th 


OD 


Six problems 
and sub-problems investigated in the study, as well as terms 
defined in the context in which they were used. The chapter 
concluded with a discussion of the assumptions, limitations 
and delimitations, and significance of the study. 

In Chapter 2 related literature is reviewed on the 
hatvice Of yoo Satisctaction, theorizes of Job satisfaction, 
the link between satisfaction with aspects of the job and 
Overall job satisfaction, and the relationship between 
specific variables and the overall satisfaction/item 
Satistaction interaction. The chapter concludes with a 
review of literature pertaining to the relationship between 
Specizic individueal end work variables and job satisfaction. 

The development of the research instrument, data 
collection procedures and statistical techniques used to 
analyze the data are discussed in Chapter 3. 


Chapter 4 contains a discussion on personal, social, 
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professional and organizational characteristics of the 
respondents. 

The results of data analyses of problems related to 
Overall) job satisfaction and item satisfaction are contained 
ieonagter 5, while 1nvonapter © are reported the results of 
the analyses of differences between groups classified on 
PaGevigdual (characteris oes 107 overall job Satisfaction and 


Satisfaction factors. Further analyses of the satisfaction 


“J 


of respondents are presented in Chapter 
The summary and conclusions, implications of the 
study and recommendations for future research are contained 
an Chapter) 3. 
The Appendix contains a copy of the research 
instrument, correspondence with principals and statistical 


information on responses to satisfaction items. 
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CHAPTER 2 


REVIEW OF LITERATURE AND FRAMEWORK 


This chapter contains the general background to the 
study through a review of related literature. The chapter 
is divided into six sections: 

(the mmature Of jObmca tistaction, 

(2). theories of job satisfaction, 

(3) relationship between specific variables and the 
overall job satisfaction/item satisfaction interaction, 

(4) relationships between specific individual variables 
and Joo. sauLetactLon: 

(5) relationships between specific work variables and job 
Satlerac tLon, jarid 


(6) synthesis of relationships among variables. 


THE NATURE OF JOB SATISFACTION 


According to Locke (1969), feelings of pleasure and 
displeasure are man's most basic emotions, and are tied to 
his needs and goals. Locke (1969:316) stated that pleasure 
was the result of perceived achievement of one's values while 


"displeasure or unhappiness proceeded from the (perceived) 


negation or destruction of one's values." He defined a value 
as "that which one acts to gain and/or keep." For the 


Moti nual weap ness ule a CoOdirable: nd, for". «. » in 
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achieving his values he experiences his efficacy as a human 
being." 

A°number of theorists such as Goble (1976) and 
Herzberg (1976) eee that. thesamount of satisfaction and 
sense of fulfilment resulting from an individual's work 
experiences is greater than similar feelings resulting from 
other situations. Goble (1976:30) contended that work could 
enhance "human dignity and satisfaction of the soul" or 
could become "a burdensome imposition." Further, in 
Levinson's (1970) view, work satisfaction contributes to the 
development and maintenance of the individual's psychological 
Dalance Wit le "an inability to Pind erati fication in-work ts 
related to emotional instability. In work, Schoonmaker (1969) 
argued, man satisfies his deeper needs and builds his 


identity, security and sense of relatedness. Job satisfaction 


man's needs and the achievement of his goals, has important 


implications for feelings of self-worth and mental health. 


Satisfaction and Performance 

The relationship between job satisfaction and work- 
related behaviors has often been considered. An assumption 
that permeated much early research in the area was that job 
satisfaction would be reflected in increased productivity. 
Although this simple formulation is now considered inadequate, 
theorists such as Smith, Kendall and Hulin (1969) and Porter 


and Lawler (1968) consider that a low positive relationship 
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should exist between job satisfaction and job performance in 


most situations. 


Satisfaction and School Effectiveness 

School effectiveness might also be a correlate of 
job satisfaction in educational work settings. Lawler (1973) 
noted that two indicators of dissatisfaction, absenteeism and 
tMrnoverry Limit echoolwerPfectiveness., In arstudysof.gjob 
Satisfaction and school effectiveness conducted in Ottawa, 
Knoop and O'Reilly (1976) found that the mean level of job 
satisfaction of teachers in a school was associated with the 
overall effectiveness of the school. The higher the level 
of teacher job satisfaction, the more effective was the 
school in achieving its goals. The instrument used in their 
study was the Job Descriptive Index of Smith, Kendall and 
Hulin (1969). When the five dimensions of job satisfaction 
contained in the instrument were used to predict organ- 
izational effectiveness, "Satisfaction with Co-workers" was 
the best determinant, and accounted for 21.4 percent of the 
variance. The second predictor, "Satisfaction with Super- 
vision" accounted for an additional four percent. fMThe 
authors (1976:12) concluded that "many other personal and 
Situational factors also account for effectiveness." 
Higherolevels of tsatisfactionewil theinteraction. in’the work 
environment appeared to affect the relationship between job 


Satisfaction. and school effectiveness. 
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Satisfaction and Social-Psychological Health 

Satisfaction has been linked by Herzberg (1959) and 
Kornhauser (1974) to a state of social-psychological well- 
being in the individual. They contended that gratifications 
and deprivations experienced in the job constituted an 
important determinant of an employee's work adjustment and 
mental health. Schoonmaker (1969) and Korman (1971) noted 
that emotional states such as anxiety, Pristravlon and 


agresSiveness might be consequences of dissatisfaction. 


satisfaction and Turnover and Absenteeism 

Further potential consequences of job dissatisfaction 
are turnover and absenteeism. In his review of studies on 
turnover, Lawler (1973) indicated that they had consistently 
shown that dissatisfied workers were more likely to terminate 
employment than satisfied workers. Researchers have shown 
that a change in schools or change in position within the 
educational system has offered a solution to disillusioned 
teachers. This might equally apply to principals, as research 
has indicated that turnover occurs at any level in the 
organization. Hackman and Lawler (1972) suggested that when 
Managerial work lacked desirable job characteristics such as 
variety and autonomy, individuals in these management positions 
would be likely to investigate other positions. March and 
Simon (1974) suggested that search behavior would be under- 
taken if the individual felt inequity in his exchange with 


the organization, and had an expectancy that desired outcomes 


i” ty aa 
ne es 
Ay mh Car an we hu 7 


18 


could be obtained in an alternative position. However, 
studies such as by Hulin (1976) suggested that the decision 
to leave would be affected by factors other than job 
dissatisfaction such as the availability of suitable 
alternatives, the age of the workers, the chances of 
Obtaining another job, and financial responsibilities. 
Absenteeism has also been related to job satisfaction. 
However, Metzner and Mann (1976) suggested that this did not 
apreamiave. bemthes situation for high’ skid ljnobs lor for higher 
occupational levels. In general, the findings tend to 
indicate that job dissatisfaction results in negative 
attitudes and work-related behaviors that are not beneficial 


tom Liet organization. 
THEOREESS OP SWOB) sSATISPACTION 


Theories of job satisfaction which seek to explain 
its arousal, have been grouped by Locke (1969:321) according 
to whether they have adopted a subjective framework in which 
the determinants of job satisfaction reside wholly in the 
worker's mind, an intrinsic framework in which the 
determinants are solely in the job itself, or an interaction- 
ist framework in which "satisfaction is the consequence of 


an interaction between the worker and his work environment." 


subjective Framework 


In the subjective framework, the determinants of job 
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Satieraction recide mich. tne individual.,. Theories which 
are placed in this framework, equate job satisfaction with 


ThewruveL_iment. 01, en andividual"s needs. 


Schaffer's theory of need satisfaction. Schaffer 
(1953:3) stated the theory of need satisfaction in the 
following manner: 

Overall job satisfaction will vary directly with 

the extent to which those needs of an individual 

which can be»satisfied in a job are actually 

Satisfied; the stronger the need, the more closely 

will job satisfaction depend on its fulfilment. 
In his study, Schaffer selected twelve needs, and measured 
the strength of each, the degree to which they were being 
Batvretied ins théwindividualis job. and the andividual's 
overall job satisfaction. His findings suggested that the 
MOSit accurate prediction of overall job saxisfaction.can be 


made from the measure of the extent to which each person's 


strongest two or three needs are satisfied. 


Maslow's need hierarchy theory. From his analysis 


of need satisfaction, Maslow {1970) described five basic 
sets of needs which were arranged in a hierarchy. From 
lowest to highest, these needs were physiological, safety, 
love, esteem and self-actualization. In Maslow's Theory, 
an individual proceeds through the hierarchy from the 
satisfaction of lower level needs to satisfaction of higher 
level needs. Porter,and Miles (1974). stated that the 


aspiration to fulfil the next highest level of needs will 
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occur when an individual has achieved a certain degree of 
fulfilment of lower level needs. According to Porter et al. 
(1975:45), the higher level needs, esteem and self-actual- 
ization, seem only to be satisfied "by outcomes which are 
internal to the person and which are essentially given by 
the person to himself." The highest level of satisfaction 
is derived from satisfaction of the need for self- 


actuallzation. 


Porter's two-step hierarchy. Porter et al. (1975) 
suggested a two-step hierarchy with existence and security 
needs at the lower level and all the higher-order needs at 
the next level. They suggested that lower level needs are 
satisfied by extrinsic outcomes (outcomes which are external 
to the person and which have a concrete reality), while 
higher level needs are satisfied by intrinsic outcomes 
{outcomes which are internal to the person and which are 
essentially given by the person to himself). The relationship 
between the two steps of the hierarchy was stated by Porter 
et al. (1975:43) in the following comment: 

It is safe to assume that unless the lower-order 


needs are satisfied, the others will not come 
into play in any major way. 


Research relevant to the subjective framework. 
Studies of the perceived deficiencies in need fulfilment of 
managers and principals were reported by Porter (1962) and 


Brown (1976). Porter (1962) collected data from 1916 
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managers at all levels of management with a questionnaire 
composed of 13 items grouped in terms of Maslow's need- 
hierarchy system. Porter's findings indicated that although 
autonomy and self-actualization were the most important needs, 
they were the needs least satisfied. Satisfaction of higher 
level needs tended to increase at each higher level of 
Management. Yet, regardless of level, there was a tendency 
for those needs which managers felt +0 be important to be the 
least satisfied. 

Using Porter's instrument, the University of 
California Management Position Questionnaire, Brown (1976) 
Mmvestigacved the bevel of need satisfaction of 1600 
administrators in four categories (principals, directors, 
assistant superintendents, and superintendents). His findings 
suggested that a positive relationship existed between need 
Satisfaction and job level. The difference in need 
Satisfaction between the upper level (assistant superintend- 
ents and superintendents) and lower level (principals and 
directors) was on the needs of esteem, autonomy and self- 
actualization. Generally, the upper level administrators 
experienced more job satisfaction than lower level 
administrators. 

Theorists within the subjective framework have 
recognized that the extent of need fulfilment is an 
indication of overall satisfaction. According to Schaffer 
(1953), an adequate measure is the extent to which an 


individual's strongest two or three needs are satisfied. 
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In Maslow's need-hierarchy theory, increased satisfaction 
results from the fulfilment of higher level needs, esteem 
and selt—actualization, For Maslow (1970) wandeporter et al. 
11975), need Tultilmentirelates to the satisfaction of both 


lower arder and higher order needs. 


Intrinsic Framework | 

Locke (1969) Stated that in’ the intrinsic framework, 
the determinants of satisfaction and dissatisfaction lie 
solely in the job itself. A theory which may be placed in 
this category is Herzberg's (1959) Two-Factor Theory of job 
satisfaction which relates satisfaction to the actual content 
Of te work and to the context 1m which the job is performed. 
Herzberg's Theory has had an impact both on research into 
job satisfaction and on implementation of work programs 


such aS job enrichment. 


Herzberg's two-factor theory. Thre theoretical 


concepts of the two-factor theory emerged from the study of 
Herzberg, Mausner and Snyderman (1959). Their study employed 
the critical” incident technique in which information was 
obtained in structured, in-depth interviews. Two hundred 

and three accountants and engineers related actual job 
experiences which were associated with times when they 
experienced high satisfaction and high dissatisfaction. 
Commonalities in the responses were determined by content 


anaiveis.. Herzbers et al. (1959)" reported that-e the factors 
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which contributed to satisfaction were different from those 
which contributed to dissatisfaction. The researchers 
concluded that job satisfaction and job dissatisfaction were 
not opposites but completely different phenomena. Herzberg 
(1972) stated: 

Mie, opposite, Of “jobseatisfaction Ls not job 

gissatictactiony put, rather mo..j300 satistacition., 

and, Similarly, the opposite of job dissatisfaction 

toalnOdeioD Gatisaact.On) DU teno) Jobs ssatistaction. 

Herzberg et al. (1959) called one set of factors 

which were related to the job content, motivators. They 
included achievement, recognition, work itself, responsibility, 
and advancement. Factors found to be related to the 
environmental setting or job context were called hygienes. 
They included policy and administration, interpersonal 
relations, supervision, salary, working conditions, status, 
Security, poOssibility.or erowthe~andspersenad Lifes.» The 
two-factor theory suggests that only fulfilment of the 
Motivator factors. canwlead. t0ecatisiaction inethe job. When 
motivator factors are not present, the individual is not 
Satisfied. Herzberg contended that fulfilment of the hygiene 
factors. can.prevent dissatisfaction, but) cannotecontri bute 
to satisfaction. When hygiene factors are present, the 
individual is no longer dissatisfied. Good feelings arising 
from hygiene factors are said by Herzberg to be only 
temporary. The theory as stated by King (1976) and supported 
by Herzberg proponents, Whitsett and Winslow (1967) is that: 


All motivators combined contribute more to job 
Satisfaction than to job dissatisfaction, and 


24 


all hygienes combined contribute more to 
Close ol ocac tL Ore Ueto sai stac LLON. 


Integration of the Two-Factor Theory and Need-Hierarchy Theory 
Two-factor theory has been integrated with Maslow's 

need hierarchy theory. Sergiovanni (1967) commented that 
Herzberg's two levels of needs, though derived empirically, 
appeared to be consistent with Maslow's hierarchy of 
prepotent needs. Hunt and Hill (1969) provided an integration 
of the two theories by linking Maslow'’s higher order needs 
of esteem and self-actualization with Herzberg's motivators, 
and Maslow's physiological, safety and social needs with 
Herzberg's hygiene variables. However, a point of departure 
between the Maslow and Herzberg models was also noted by 
Hunt and Hill (1969:102) who commented: 

Where Maslow assumes that any need can be a motivator 

if it is relatively unsatisfied, Herzbers argues that 

only the higher order needs serve as motivators and 

that a worker can have unsatisfied needs in both the 

hygiene and motivator areas simultaneously. 
The integration of the two theories, has associated intrinsic 
and extrinsic rewards derived from the job with the 
individual's needs structure. The fulfilment of the higher 
level needs through the intrinsic aspects of the job results 


in the highest degree of job satisfaction. 


Controversies surrounding the two-factor theory. 


Herzberg's Theory has generated considerable research. 
However, different results have been achieved when techniques 


Other than the Herzberg methodology have been used. some 
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writers such as Rogers (1975), suggested that Herzberg's 
results are related to the response set of an individual. 
So as to maintain his self-esteem, the individual attributes 
satisfaction to his own accomplishments, and blames factors 
i sche environment Tor dissatisfaction. However, this 
explanation was questioned by the findings of Bobbitt and 
Behling (1972). 

A second issue relates to the extent to which & 
factors are mutually exclusive satisfiers and dissatisfiers. 


Ewen. omltm, Hulin end Locke (1976), Starcevichn (197 
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Armstrong (1971) reported that both satisfaction and 
dissatisfaction have been derived from the same factors. 
However, Armstrong (1971) found that in general, job content 
factors made the greatest independent contribution to 


Overall Satisetaction regardless of job Level. 
2 J 


Research relevant to. the intrinsic framework. In 


Sec uionm, Tour Ss ies which have been conducted on 


d 
satisfaction of educators are reported. Probably the best 


a 


. 


known of these is that conducted by Sergiovanni (1967) who 
followed the Herzberg methodology in a study designed to test 
the two-factor theory. The population for the study consisted 
Ople2e? teachers drawn randomly from the school’ districts in 


Monroe County, New York. The study provided support for 


those which tend to dissatisfy are not on the same continuum. 
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in which achievement, recognition, and responsibility 
predominated. Factors which focused on conditions and 
people which surround the actual work accounted for 
dissatisfaction. 

In another New York study, Iannone (1973) determined 
the relevancy of Herzberg's findings for school principals 
using twenty elementary principals and twenty secondary 
principals belonging to the Central York Stuay "Councll) at 
Syracuse. His investigation revealed that achievement and 
recognition were mentioned with significantly greater 
Prequenicymineprincipals ? jOb*sauistactions than in principals’ 
job dissatisfactions. Interpersonal relations with peers, 
interpersonal relations with supervisors, supervision- 
technical and school district policy and administration were 
mentioned with significantly greater frecuency in principals' 
jopVdissatistactions.) Larnone noted that sitenificant others 
such as superintendents, and other superordinates, boards of 
education, parents, other administrators, teachers and 
students seemed to enhance or limit the opportunities for 
principals to achieve intrinsic rewards. 

A Canadian study was conducted by Wickstrom (1973) in 
eRe one yar with the primary purpose being to investigate 
Ssipmitecant determinants of Gob satisfaction and 
dissatisfaction among teachers, but some school building 
administrators were included in his sample. The study was 
conducted by a questionnaire which was composed of four parts 


-/the Brayfield and Rothe (1951) Satisfaction Index, two 
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Derts 60 jellcit written deseriptions. of critical, ancidents 
and a ranking sheet. Respondents were required to indicate 
on a four-point scale, the importance they ascribed to each 
of the 16 Herzberg variables as sources of feelings 
experienced during each incident. In comparing the responses 
of school administrators with teachers, Wickstrom noted that 
several factors were of greater significance to administrators, 
namely responsibility, job security, interpersonal relations 
with co-workers, the quality of supervision, recognition, 
Status, salary and advancement. Generally, Wickstrom's 
findings supported the two-factor theory. 

Similar findings were obtained by Schmidt (1976) in 
ams dyior tithe: determinants of job satisfaction and 
dissatisfaction of 74 secondary school administrators in 
Suburban Chicago. He used a modification of the Herzberg 
Critical Incident interview technique. The modification 
required that the participant follow the oral description 
of two unusually positive sequences of events and two 
unusually negative sequences of events, with a written 
response to 17 questions based on Herzberg's interview 
questions. Schmidt found that recognition, achievement and 
advancement were major determinants of administrator 
satisfaction. These were seen by the administrators as 
motivating them to approach their maximum potential perform- 
ance. Salary, good interpersonal relations, effective 
policy and administration, and supervision were observed 


to be highly dissatisfying when not effectively present. 
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As can be seen from these results, studies have 
tended to support the basic tenets of the two-factor theory 
with populations of school principals. Whether data were 
collected by interview, or written response, or a combination 
of both methods, factors contributing to satisfaction were 
ditt erent trom thosescontra busing. to dissatisfaction. This 
study collected data on facets of the job contributing to 
job satisfaction and dissatisfaction by providing an open- 
ended response section. In addition, Herzberg's categories 
have been considered during the development of items for 


the questionnaire. 


Interactionist Framework 

Locke (1969) categorized theories in which job 
Satisfaction is linked to a number of individual character- 
PSGrcs;eancV1ot jobs andwsiduationall factorsrasivar tor “the 
interactionist framework. Interactionist theories emphasize 
the subjective processes occurring within the individual. In 
the following review of the literature, discussion will 
focus on Discrepancy Theory, Equity Theory and two theoretical 
approaches which synthesize both Discrepancy and Equity 


Theories? 


Discrepancy theory. Discrepancy theories tend to 
emphasize the process by which satisfaction occurs. According 
to Lawler (1973) satisfaction is determined in discrepancy 


theories by the difference between the perceived actual 
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outcomes a person receives and some other outcome level. 
Dissatisfaction is said to result when the perceived actual 
outcome level is below the desired outcome level. ‘MTwo 
outcome levels commonly have been used: 

(a) what people want, and 

(ob) what people feel they should receive. 
Lawler ISSIR as hE Sua teGmt a et. mlmemnOs teases, these etwo 
discrepancies probably are closely related and influence each 
other." Locke's €4969) goal setting theory is one discrep- 
ancy approach which attempts to account for individual decis- 
ions as to what the outcome level should be. In his theory, 
Salo nac CuOORISbawnUnCtLOn aot pike “imdividualsisscoals and 


iliguncvemenmengner 


Eguity theory. Equity theory has contributed to 
knowledge about the sources of satisfaction and dissatis- 
faciron.| Lawler (1973) moted that vin. this approach, satis- 
faction is determined by the perceived ratio of what a 
person receives from his job relative to what he puts into 
it and relative to a comparison of a referent person's 
outcomes and inputs. The major processes are perceived 
Input-Outcome Balance and Social Comparison. 

The Input-Outcome Balance was described by 
Porter and Miles (1974) who contended that inputs are 
attributes which are brought to the job and which are 
perceived as relevant for exchange, while an outcome is an 


individual's receipt for the exchange. Equity theorists 
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indicate that a person may perceive inequity when the ratio 
of his outcomes to inputs is unequal. 

Another major process, Social Comparison, involves 
comparing the magnitude of the contributions and returns of 
oneself with those of another person. The perception of 
one's comparison person is a factor in the determination of 
the equity of one's input-outcome balance. In an investi- 
gation of the social comparison process at the managerial 
level, Vroom (1974) noted that managers’ referent others 
tended to be someone at the same level. However, individual 
characteristics such’ as: merit, senrlority,-*background, etc. 


influenced the perception of the other's rewards. 


COrnel Lunt VvercsLoy te tuaraswe »Theo"Cormel ll Studies tof 


Job Satisfaction" embraced concepts common to both 
DUSeCrepancy ana= Boul ty Ineories.- "smith, Kendalileand Hulin 
(79690403) Bstated§ that jop satisfaction istasfuncticneer the 
perceived characteristics Of the job in relation tolen 
individual's frame of reference. The frame of reference is 
an internal standard which is provided by the inter- 
relationships of the individual's expectations, prior 
experience, actual experience on the job and alternatives 
open to him. 

The major contribution of research conducted by Smith, 
Kendall'and Hulin“apCcornel] University (the Cornell 
Studies") has been the development of the standardized 


instrument for the measurement of satisfaction, the Job 
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Descriptive Index (JDI). The researchers' view of the 
individual's process of job appraisal has been reflected in 
the evaluative response mode developed for the instrument. 
Smith et al.(1969) who constructed and validated the JDI over 
a ten-year period, selected five scales, namely Work, Super- 
vision, Pay, Promotions and Co-workers. The JDI has been 
used in educational settings by Smart and Morstain (1975) 

who distributed questionnaires to 1048 college administrators. 
Elimination of unusable responses from 713 returns resulted 
in@arsSampleesizevef 5084. Gn their ‘analysis; Smart and 
Morstain formed three groups, Congruent, Moderate and 
Discongruent, based on the degree of congruency between 
preferred and perceived job characteristics. They found 
that the instrument discriminated between the satisfaction 
levels of the Congruent and Discongruent groups. ‘The 
Congruent tended to find their work more challenging and 
satisfying, and a source of achievement in their lives. 
Knoop and O'Reilly (1976) also used the JDI in a study of 
teacher satisfaction in Ottawa but noted that it did not tap 
many factors of critical importance to teachers. They 
suggested that the instrument could be successfully employed 


for comparative studies. 


Lawler's model of facet satisfaction. Further 
development of a theoretical framework related to job satis- 
faction has been achieved by Lawler (1973) who has presented 


the most complete model yet available of the determinants of 
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facet satisfaction (Figure 1). Lawler's (1973) assumption is 
that the same psychological processes operate to determine 
Sat eraculoOn Wit JObunectOme. as With overall satisfaction 
with the job. In his model, perception is the most impor- 
tant process in the development of job attitudes. Satis- 
faction will be determined by the discrepancy between 
perceived rewards and perceived equitable rewards. The model 
includes the notions of social comparison and input-outcome 
balance from equity theory. Lawler stated that discomfort 
would arise if the level of rewards exceeded what the person 
felt he should receive but he noted that few people feel 
Over-rewarded. Comparison can always be made with others 
who are doing equally as well. Present outcome level and 
perception of what "referent" others receive, influence a 
person's psychological view of how much of a factor he 
receives. Lawler referred to the individualistic nature of 
this process by indicating that the same amount of reward 
can be seen quite differently by two people. 
Three factors which influence perceptions of the 

amount which should be received are: 

(1) Dndividueal variables, such as-abalities, skills and 

Cra mine 

(2) the person's perceptions of the job demands, and 

(3) perceptions of comparison others' inputs and outcomes. 
Lawler (1973:76) further described the impact of these 
Factors: 


the greater he perceives his inputs to be, the 
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higher will be his perception of what his outcomes 
should be .. . the greater the demands made by 
the job, the more he will perceive he should 
receive. Job demands include such things as job 
difficulty, responsibilities, and organizational 
level. 


Lawler also contended that when a person's and his comparison 

other's inputs are the same but the other's outcomes are 

much higher, the person will feel that he should be 

receiving more outcomes and will be dissatisfied as a result. 
Lawler used his facet satisfaction model to provide 

a framework for the explanation of individual satisfaction 

and wiiseatisrtaction., He stated (1973:77,): 


1. People with high perceived inputs will be more 
dissatisfied with a given facet than people with 
low perceived inputs. 

2. People who perceive their job to be demanding 
will be more dissatisfied with a given facet than 
people who perceive their jobs as undemanding. 

3. People who perceive Similar others as having a 
more favorable input-outcome balance will be more 
dissatisfied with a given facet than people who 
perceive their own balance as Similar to or better 
than that of others. 

4. People who receive a low outcome level will be 
more dissatisfied than those who receive a high 
outcome level. 

5. The more outcomes a person perceives his compar- 
ison-other receives, the more dissatisfied he 
will be with his own outcomes. This should be 
particularly true when the comparison-other is 
seen to hold a job that demands the same or 
fewer inputs. 


Research relevant to the interactionist framework. 
A proposition which related educators' job satisfaction to 
the congruency between their preferences for ideal conditions 


of work and their perceptions of what actually existed in 
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their jobs was investigated by Miskel, Glasnapp and Hatley 
(1975). The factors which were found to be significant 
predictors of principal job satisfaction, were related to 
responsibility and creativity in the job, workload and 
working conditions. In addition, Miskel et al. noted that 
an individual variable, Primary Life Interest, was related 
to satisfaction. The greater the primary life interest in 
the job, the higher was the level of satisfaction. The 
authors posited that primary life interest and voluntarism 
attitudes were intervening variables between motivational 


and incentive attitudes and job satisfaction. 


Relationship Between Overall Satisfaction and Item 


satvct action 

Mheorists such as Locke (1969) and Lawler (1973) 
conceptualize a relationship between overall job satisfaction 
and satisfaction with specific aspects of the job. lLocke 
(1969:330), deseribed overall job satisfaction as "the sum of 
the evaluations of the discriminable elements of which the 
job is composed." Each aspect of the job contributes 
Gitreren tially to overall job sabistaction.., According. to 
Locke and Lawler, those aspects perceived to be more import- 
ana oy AY eindiVinial voorntri bu ten more to shis udverall «job 
satisfaction than those aspects perceived to be less 
important. 

Methodological considerations have arisen in 


measuring overall job satisfaction. Locke (1969) suggested 
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that one approach was to sum the measures of satisfaction 
with specific job aspects. Wanous and Lawler (1972) 
investigated nine different techniques used for combining 
measures to assess overall job satisfaction. However, the 
Vedidey HOT (Galcula tingeovers | Lejobisatistactionin,»this 
manner was questioned by Van Maanen and Katz (1976). On the 
basis of their findings, they contended that there may be 
occasions when a summed measure of overall job satisfaction 
would not be consistent with satisfaction with specific 
aspects .0f the, jobs’ Smith et al.:(1969) also argued that a 
Separate measure ought to be used when the contribution of 
thesaspects (of i theajob/tovcoverdil, job-satasfactzoniisyto be 
assessed. Another advantage, noted by Smith et al. (1969) 
for a separate measure, was that it transferred directly 
the problem of weighting the various aspects of the job 
according to their importance from the researcher to the 
respondent. In the present study, overall job satisfaction 
has been measured independently of the aspects of the job. 
As a separate variable, overall satisfaction has 
been measured by the facial approach (i.e. General Motors 
faces scale, Dunn & Stephens, 1972), an item index (e.g. 
Brayfield-Rothe Index of Satisfaction, Brayfield & Rothe, 
1951), a general factor in a dimensionally complex instrument 
(e.g. SRA Employee Inventory, Dunn & Stephens, 1972), and 


as a single item (e.g. Andrews, 1957; Holdaway, 1978b). 
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RELATIONSHIPS BETWEEN SPECIFIC VARIABLES AND THE OVERALL 


SATISFACTION/ITEM SATISFACTION INTERAC TION 


Writers such as Herzberg et al. (1959) and Hackman 
and Lawler (1971) stated that certain work variables such as 
responsibility and autonomy, are the bases of overall job 
satisfaction. Research findings by Evans (1973), Wild and 
Dawson (1976) and Van Maanen and Katz (1976) found that the 
relationship between aspects of the job and overall job 
Satisfaction was moderated by individual variables. The 
importance of further investigating this relationship was 
indicated by Wild and Dawson (1976:197) in the following 
Statement: 

management must of necessity be concerned with 

aspects of jobs such as the work, payment systems, 

SUDErVISion, etc., and with the ‘matching! of such 

aspects with the characteristics of workers in 

such a way as to ensure not only favourable specific 

job attitudes but also the, overall job satisfaction 

of workers. To pursue such an objective, a knowledge 

of the €omtripution or relationship ¢@f specific job 

Stinuides. to soverall job Satisfaction 2s: important, 

and furthermore it is necessary to know whether 

such relationships are in any way affected by 

different worker characteristics. 
Wild and Dawson (1976) investigated the influence of three 
biographical variables, age, marital status and experience 
on the relationship between aspects of the job and overail 
job satisfaction. Figure 2 is a diagrammatic representation 
of the relationships examined by the researchers. Wild and 
Dawson found that the three selected variables clearly 


affected the relationship of many aspects of the job to 


Overall job satisfaction. The researchers commented: 
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In particular the relationships of the attitudes to 

pay, Supervision, physical working conditions, mental 

ve physical work and social peer relations with job 

Satisfaction appear to be influenced by" 
marital status and age (Wild & Dawson, 1976:201). 

With increasing length of service the relationship 

of job satisfaction with attitudes to self- 

ac Wali vetion, straimaaeyepnysiical effort mand 

conditions decreases whilst the relationship with 

attitudes to pay tends to increase. 

(Wild and Dawson, 1976:203). 
The variable, Locus of Control, was found by Evans 

(1973) to moderate the relationship between overall job 
satisfaction and satisfaction with aspects of the job. 
These findings imply that overall job satisfaction is not 
static, that specific job aspects contribute differentially 
tO Overall Mob isatistaciion, and that the influerice of specific 
job aspects varies with changing individual characteristics. 
Therefore, in this study, the relationship between aspects of 
the job with overall job satisfaction for different career 


stages and for internal-external Locus of Control has been 


examined. 


RELATIONSHIP BETWEEN SPECIFIC INDIVIDUAL VARIABLES AND 


JOB SATISFACTION 


According to Hackman and Lawler (1971), an assumption 
must be made when examining the relationship between 
imdividual variables ‘and job satisfaction, that there is 
substantial homogeneity of individual characteristics within 


work settings.» Pigure 3 provides a list of individual 
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variables which emerged from the literature as being related 
to job satisfaction. Selected variables are: 
(1) soPersonal variables: .Locus of Control; age; sex; 
(2)) Social “variables: (marital status; community location; 
(3) Professional variables: experience; educational level; 
involvement; and 
(4) Organizational variables: administrative assignment; 


organizational size and teaching assignment. 


Personal Variables 

Mmocus ote cOntrouny ROGLerlcederini tions ots Locus, of 
Control has been provided in Chapter 1. According to Phares 
(1973), the concept Locus, of Control has proved useful over 
many different studies because it has consistently explained 
a small amounipot variance." The. basis of, Locussof, Control as 
observeds bywRotterns41966) ,». Lefcount..(1966)q> and, Joen{1971). is 
thats indpyiduntis iditiier fmwthelrnbellef abou, their ability 
to influence their environment and exert control over it. 
There is a generalized expectancy as to whether environmental 
outcomes are controlled by themselves (internal locus of 
control) or by outside forces (external locus of control). 

An existing fundamental disagreement between 
theorists relates to whether Locus of Control is an enduring 
Grseposisvon,| Ora users construct sthat a's) saigtuation. specific. 
In Rotter's view, both the generalized expectancy and specific 


expectancies which arise from a series of situations 


together influence the perception of the value of the 
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Outcomes. Specific expectancies which develop on the job 
tend to strengthen or diminish the individual's generalized 
tendency to internal-external control. According to Lawler 
Go 75) sandeinderson (197574 situa tionalvtfactord stich as 
organizational policies and practices, the work itself, 
Significant others such as superiors, subordinates and co- 
workers, and incentive systems, contribute to the develop- 
ment of specific expectancies. 

The following review of studies focuses on four 
aspects; individual differences, personality differences, 
relationships with the environment and job attitudes, which 
are considered to be closely related to the Locus of Control 


PRVent acon. Of) Indi Vivaual ss 


{1 -Individual) differences. Internality has-been 
associated with increased age by Runyon (1973) and Therrien 
(1975), and with higher occupational levels by Gemmilil and 
Heisler (1972). Rotter noted that experience may be related 
to Tocussef Control as through additional experience, an 
individual forms a more balanced perception of the sources 


of his reinforcement. 


(2) Personality differences. Evidence from Hersch 
and Scheibe (1967) suggested that internals see themselves 
as assertive, achieving, independent and powerful while Evans 
(1973) noted that they have developed internalized standards 


of aspiration that are not relinquished easily. On the other 
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hand, externals are reported by Lefcourt (1966) to lack 
self-confidence, and by Phares (1973), to experience more 
ane cy mand tenes Onaesnonser (1966522): cited iran ses tudy 
which suggested that the external may be less defensive. He 
has less need to repress his failures since he has already 
accepted that external factors determine his success and 


failure. 


(3) Relationships (with the ienvironment.  -Gemmill 
andetetsrers (1972) “ioted that there was isomewevidence ito 
suggest that belief in one's ability to influence the 
environment is related to attempts to influence it. According 
touPhares | (1975), Pthevinternal inasva desi¢e for scontrolPiand 
will exert effort to deal effectively with his environment. 
Phares (1965) noted that internals were concerned with tas 
related activities and were able to induce significantly 
greater changes in the expressed attitudes of others than 
were externals. In their dealings with subordinates, Mitchell, 
Smyser and Weed (1975) found that internally controlled 
managers used power bases which were persuasive in nature, 
such as rewards, respect, and expertise. Rotter (1966) 
noted that the internal himself is resistant to influence, 
manipulation, and coercion if these are not to his benefit. 

Hersch and Scheibe (1967) found that there were 
variations in the attitudes of externals towards the environ- 
ment. They reported that although externals view the world 
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negative perspective as outlined by Rotter (1966) and Phares 
(1973), that of pessimism, alienation and low interpersonal 
trust. Some were found to be realistic in their appraisal 

of a situation and optimistic that the outcomes would be 
favorable. This latter description of the external was also 
reported by Janzen, Beeken and Hritzuk (1973). Ina study 

of the internal-external control orientation of teachers, 
they found that the external allowed greater student autonomy 
than the internal. They suggested that the external is aware 
of the position of power which he holds in the classroom but 
because he is less worried over matters of personal control, 
he is able to consider the needs, goals, choices, basic 
individuality and freedom of “others. Janzen et al. (1973) 
concluded that the external may possess a more liberating 
attitude to interpersonal relationships, greater tolerance 

of chaotic and unpredictable situations, and less overt desire 
for power, while able to make a more realistic appraisal of 
the nature of the influences in the environment. However, 
Mitchell, Smyser and Weed (1975) found that externally 
controlled managers were found to favor more formal and 
coercive power bases in relations with subordinates, while 
Bhatica (119073) found? that, anerelavronsiwitth outside ‘agents, 
externals exhibited greater suggestibility, attitude change 


and conformity. 


(4) Job attitudes. The fourth aspect thought to be 


related to locus of control orientation, namely job attitudes, 
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was examined in studies by Gemmill and Heisler (1972), Organ 
and Greene (1974), and Mitchell, Smyser and Weed (1975). ‘They 
have.shown that internals are more satisfied with their work 
setting than are externals and report less job strain. 

Runyon (1973) found that internals showed greater work 
involvement than externals and were more satisfied with a 
participatory style of management. Externals were significant- 
ly more satisfied with directive supervision. According to 
Lawler (1973), and Evans (1973), internals derive motivation 
from work rewards that are related to performance. 

Studies have also focused on responsibility and 
autonomy in the job. Phares (1973) and Janzen et al. (1973) 
observed that the internal possesses a strong inbuilt sense 
Ciacesponsl bait tnatidizecto nis Activities mi acontrary: to 
their expectations, Sims and Szilagyi (1976) reported that 
externals exhibited a much stronger relationship between 
autonomy and satisfaction than internals. 

For internals, satisfaction: may be associated more 
with aspects of the job over which they perceive themselves 
to have greater influence than those over which they actually 
have less influence. However, for externals, the sources of 
Satisfaction may be more diverse and associated with a range 
of actual job experiences. There is a likelihood that there 
will be differences between internals and externals in the 
nature and importance of aspects of the job which contribute 
Poetic “Overall. s0bescatvoractions, J Inwhis. study gine 
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principals, grouped according to their belief about their 
ability to control the environment. The analysis examined 
differences between the groups on facets personally identi- 
fied by respondents as contributing to their overall 
Sabtistaction and dissatretaction. “In “addition, the aralysis 
focused on differences between Internal and External groups 
Chievo MOvVeraidies Ob Satietection and Ptem satisfaction, and 
investigated the relationship between en Sater ac Lol wWion 


Sveraw (OD sa tisc acCulom for Locus Of COntrow. 


Age. Findings on the relationship between age and 
overall job satisfaction indicate that with increasing age, 
managers tend to become more satisfied. With respect to 
aspects of the job, both Porter and Lawler (1968), and Wild 
and Dawson (1976), found that with increasing age, managers 
placed more importance on recognition and social relationships. 
Miskel (1973) found that younger educators tended to regard pay 
and benefits, physical working conditions and the opportunity 
to be innovative and personally creative as important. 
According to Saleh and Otis (1976), increases in job satis- 
faction with increasing age are related to the general 


adjustment in life which comes with increasing age. 


mex. The findines of Deaux (1974) “that the overall 
job satisfaction of males and females in equivalent positions 
was more Similar than different, gave support to Korman's 


(1971) statement that there was no consistent evidence as to 
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whether women were more Saiusiied. with. their, jobs. than men. 
Pay differences were observed by both Smith et al. (1969) and 
Lawler (1971) who reported that when females received 
comparable pay with males for doing the same work, females 


usually were more satisfied with their pay than males. 


Social Variables 

Marital status.) Marital status: and wob, satisfaction 
have been related in two recent studies. Wild and Dawson 
(1.976 stinvesticated the-winfluence. of. marital ~tatus..on ithe 
relationship of satisfactions with aspects of the job to 
Overall job satisfaction. Pay and Supervision appear to be 
of greater importance in determining overall job satisfaction 
for married workers, while physical working conditions and 
social peer relations appear to be of greater importance to 
Single workers. In reporting a study of the job satisfaction 
of teachers in Alberta, Holdaway (1978b) noted that when an 
educator's spouse was also employed as an educator, sub- 
Stantially less satisfaction was experienced on a number of 


aspects of the job. 


Community setting. Community differences in sources 
of job satisfaction have been reported in a number of stud- 
ies. Turner and Lawrence (1965) found that urban workers 
reported less overall job satisfaction even when their jobs 
were high on intrinsic qualities. In his study, Holdaway 


(1977b) found that city teachers as a group were substantially 
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more satisfied than rural teachers with their physical 
conditions, resources and salary and benefits, while they 
were less satisfied with district policies and administration, 
workload and status. According “to Blood and Hulin (1976), 
there is the likelihood that other variables associated with 
the job consistently interact with community setting to 
produce less favorable situational factors. 

Community standards, as proposed by Blood and Hulin 
(TOV 6S" "contributed to “the =establishment of “the individual's 
frame of reference and to his perceptions of the discrepancy 
between the actual amount received and the amount that 
Should be received. Blood and Hulin demonstrated that the 
economic characteristics of a community were related to pay 


Satisfaction. 


Professional Variables 

Administrative experience. A number of theorists 
have investigated the impact of increasing experience on job 
attitudes. Van Maanen and Katz (1976) reported that there 
were differences in work satisfactions within a given 
occupational category at various career stages. They found 
that satisfaction patterns for administrative and profession- 
al personnel indicated that they were most satisfied with 
intrinsic aspects of the job (job properties) and least 
Satisfied with extrinsic aspects of the job (organizational 
policies and context). For both groups, a rise in the level 


of satisfaction with intrinsic aspects of the job occurred 
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during the second year of the job and was maintained through- 
out the remainder of the career. However, in respect to 
extrinsic aspects of the job, there was a rise in the level 
of satisfaction for those with at least ten years' experience 
inane Orleans gatlon. ae vonuliaanen. and Katz. (4976), found) that 
satisfaction with the interactional context surrounding the 
work declined during the early career stages but later 
increased to approximate the first year level by the end of 
the-career.. Overall job satisfaction was found to rise 
gradually until the tenth year when it declined, only to 
increase again in later career stages. 

Buchanan. (1974a) investigated variations in the 
contribution of organizational experiences to managerial job 
attitudes during the early career stages. Following a study 
of 279 business and government menagers, Buchanan reported 
tae, actors! which. contributed, significantly to the commit- 
ment of first year managers were group attitudes towards the 
organization and first year job challenge. For managers in 
their second to fourth year, self-image, reinforcement and 
personal importance were factors contributing to commitment 
while for those with five years or more experience, 
influential factors were group attitudes towards the 
organization, expectations realization, and work commitment 
norms. 

hecordinegs tomcehein., (19/74 )eond Berlew and Halt. (1971), 
the first year tests the manager's capacity to function in 


the position, grasp responsibility, establish relationships 
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with the work group and meet the expectations of superiors. 
In reviewing his experience as a new administrator, Kiner 
(1976) recalled that although confronted by many pressures 
because of changed relationships with teachers and students, 
he was motivated by the challenge of the job and had high 
Peelings of toveraill* jobusatisfaction. 

Hunt arndeSavuls(1975) suggested that inethe years 
immediately following the first year in the position, job 
satisfaction reaches its lowest level. According to Schein 
(1971), after the first year, the manager becomes more 
concerned with status and influence in the wider spheres of 
the work environment. For a principal, there may be a desire 
to be involved in district-related matters. Johnson and 
Weiss (1971) reported that less experienced principals were 
dissatisfied if they perceived that they had less involvement 
in the district decision-making process. 

This reduction in satisfaction among educators during 
early career stages, was observed by Schmit (1968) but he 
noted that the level of satisfaction tended to rise again 
with increasing experience. Separate findings by Miskel 
(1973), Buchanan (1974b) and Wild and Dawson (1976) suggested 
that more experienced administrators might hold more 
favorable attitudes towards the organization, be closer to 
their referent group, and be more satisfied with pay and 
working»conditions, but less satisfied with the fulfilment of 


higher order needs. 
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Educational level. In evaluating findings on 
educational level, Korman (1971) stated that with occupational 
level held constant, there was a negative relationship 
between educational level and job satisfaction. He accounted 
HOreLN L Seerincinesipyiine rca tans: hat: wi theaddirti onal 
education, the individual looks to a higher level of group 
form guidance ini evaluating his job: rewards, ‘Lawler (1971) 
supported this view and added that a person with more 
education has higher perceived inputs and even with perceived 
job possibilities being equal, will be more dissatisfied. 
inieontres omnes: viiews,. Brown (1.976) * found’ thax 
educational administrators with doctorates showed significant- 
ly greater satisfaction from their jobs than those without 
doctorates. Stogdill (1974) suggested that managers with 
more education stress performance and efficiency, desire 
more freedom on the job and are less satisfied with the 


general way the organization is being managed. 


Involvement in professional and community activities. 
Blum and Naylor (1968) stated that recreational outlets and 
activity in organizations: with professional, labor, \ political 
or Socials orientationeys would comtribute totjob) satisfaction. 
Dunkerley (1975) observed that a useful measure of this 


involvement would be the extent of membership in groups and 


the extent of participation in association activities. 
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Organizational Variables 

Administrative assignment. Differences in tasks and 
attitudes between principals in elementary and secondary 
schools have been associated by Sergiovanni and Elliott 
(1975). with differences in school organization, goals, 
student differences, faculty specializations and degree of 
parental responsiveness. Findings by Johnson and Weiss 
(1971) suggested that secondary principals may be more 
closely linked to central office decisions than elementary 
principals. These researchers found that elementary prin- 
Cipals in Minneapolis-St. Paul, Minnesota, had less positive 
feelings towards central office than their secondary counter- 
parts and were dissatisfied with the extent of their partici- 
PaulLonmimrdastrici. decision-making. sin) avstudy ofoAlberta, 
Wilson (1968) found that elementary principals perceived 
themselves to be subject to considerable influence from 


taoiee locale poard. 


Organizational size. There has been considerable 
research on the impact of both large size and small size on 
the individual and on the organization. Cummings and Berger 
OiO7O ended thathilercetsi zeeistirelvated both to thesavail= 
ability of resources within an organization and to imperson- 
akviy. Bela lt C1072 imeugsested pthateingallargée organization, 
there may be more stress and discomfort for individual members 
resulting from depersonalization. Although the administrative 
component is faced with problems of control, coordination and 


communication, administrators will have more power over the 
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environment, possess more resources for planning and be less 
dependent on particular individuals. Gilbert (1976) noted 
that there may be a tendency for principals in large schools 
to become more concerned with managerial tasks rather than 
professional tasks. 
Four major issues of concern to small schools were 
discussed by Bumbarger and Ratsoy (1975): 
(1) program adequacy, 
(2) resource adequacy. 
(ere workload lof primeipal's, “and 
(4) teachers with lower educational levels and/or less 
experience. 
According to) Halli 9o72). a’measure/ of Ischool sizeucould be 


the number of full-time equivalent certificated teachers. 


Teaching assignment. Dessler (1976) noted that 
excessive workload appeared to be related to dissatisfaction. 
inva ‘study of school) principals in Alberta, Anderssoni(1971) 
found that the amount of time devoted to teaching was one 
area in which there was much difference among principals. 
Harrison (1965) made the same observation about principals in 
Nova Scotia, noting thateteaching took up. to 25) percent of a 
principal's time and restricted time he desired to spend on 
other activities such as supervision and public relations. 
Andersson (1971) found that while principals attached 
importance to involvement in teaching, many felt that their 


teaching assignment was excessive. 
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RELATIONSHIP BETWEEN SPECIFIC WORK VARIABLES AND 


JOB SATISFACTION 


Lawler "(107 3) te tated: that job characteristics 
establish conditions which influence an individual's job 
Satisfaction attitudes. 1 In “Lawler's view; “the factors which 
rated highly in their contribution to job satisfaction, were 
related to intrinsic, interpersonal and extrinsic aspects 
of the work. Intrinsic aspects of the work were also related 
by Herzberg et al. (1959), Porter et al. (1968), and Hackman 
and Lawler). ttomoverall- wWob. satisfaction. 

Interaction in the work environment was identified by 
Tannone (1973), Schmidt (1976) and Van Maanen and Katz (1976) 
as a vital component of managerial and principal activity. 
Interaction is concerned with dealing with others both within 
and without the organization in the completion of work 
activities. Vroom (1964) noted that specific factors 
frequently emerged in which interaction was the key component. 
He suggested that relationships tend to be satisfying to the 
extent that there is similarity of attitudes, acceptance by 
others, and progress towards the attainment of goals. 

With respect to extrinsic aspects, Van Maanen and 
Katz (1976) noted that labor relations specialists and union 
leaders have emphasized the importance of organizational 
policies and conditions of work as influences on overall job 
satisfaction. .Lawler (1973) stated that the relationship 


of extrinsic rewards to overall job satisfaction may vary 
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according to the importance that the individual places on 
these rewards. 
Seven job facets have been identified by Vroom (1964) 
as being common to different studies of job satisfaction: 
(1) attitudes towards the company and company management, 
(2) attitudes towards promotional opportunities, 
(3) attitudes towards job content, 
(4) attitudes towards supervision, 
(5) attitudes towards financial rewards, 
(6) attitudes towards working conditions, and 
(7) Ysattitudes towards co-workers. 
Recent factor-analytic studies with teachers in 
Alberta and superintendents in California have identified 
jOb factors related to the satisfactions of educators. 
Holdaway ts *G1907Saiacstudy of tne ej)Obp-satisfaction of eAlberta 
teachers identified seven sources of satisfaction: Recognition 
and Status, Students, Resources, Teaching Assignment, 
Involvement with Administrators, Work Load, and Salary and 
Benefits. Cochran's (1977) study of Californian superintend- 
ents also located seven factors: Rapport with School Board, 
Personal Satisfaction with Superintendency, Salary, Workload, 
Status, \Community Relations; and Administrative -and 
Professional Relationships. 
Following an analysis of work variables linked to 
ib SatLertac thorny jand asconsideration ofethe matunc sof tthe 
principalship, seven factors which appeared pertinent to the 


satisfaction of principals were identified: 
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(P< Work’ Itself, 
(ey Occupational static and Prestige, 
(Be imceraction witnevroturiet Administration, 
(4) Interaction with Teachers, 
(5) Interaction with Students, 
(Oye salary and Benefits, and 
(7) Working Conditions. 
Literature is now presented which focuses on the 


components of each of the seven factors. 


Work Itself 

Findings in Ronan's (1970:198) study indicated that 
the nature of the work done was an important element of job 
Satastection. Ronan staved that’"1t can probably be said 
wiao iis) LS the ma joredeterminer Of JOD satie7 action.” 
According to Hackman (1969), the work itself contributes to 
Satisfaction by providing reinforcement of a person's basic 
needs. Four dimensions of the Work Itself have been identi- 
fied by Hackman and Lawler (1971); autonomy and responsibility, 
variety, task identity, and feedback. Autonomy and 
responsibility refer to the extent to which the worker feels 
personally responsible for his work and his opportunity for 
independent thought and action. The autonomy and responsi- 
Dili ty dimension was taentified by Porter and) bawler® (7968) 
and Feldman (1976) as important to managers and related to 
their overall job satisfaction. Feldman noted that 


individuals with increased autonomy and responsibility, 
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expressed more positive attitudes about the nature of their 
work and their relationships with other members of their 
Wormumeroup.' ~inehis etudy of Alberta, principals, Blacker 
(1971) found that more autonomy was considered desirable, 
particularly with respect to determining instructional 
programs. 

Both McIntyre (1974) and Tanner (1976) have attempted 
to develop classifications of areas in which the principal 
has opportunity for independent thought and action. MciIntyre's 
eight task areas focus on the development of school goals and 
Objectives, allocation of staff, time, space and resources, 
coordination of non-instructional services, development of 
school-community relationships, development of inservice 
programs and assessment and evaluation of instruction. 
Tanner’s 9(1976:106) classification was as,follows: 

(1) Developing and Implementing the Educational Program, 
(2) Instructional Staff Development, 

(2) 4eSchool Community Relations, 

(4) Supportive Services and Programs, 

(5), Relation of the School to the School System. 

Variety in the job provides a worker with an 
opportunity for accomplishment through the use of skills and 
abilities which are personally valued. The opportunity to 
use one's abilities was associated by Vroom (1964) with the 
satisfaction of self-actualization needs. »sAccording. to 
Mintzberg (1973), variety is characteristic of managerial 


work. The principalship provides opportunities for an 
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individual to undertake a variety of work activities such as 
managerial tasks and professional instructional tasks. 
Hackman and Lawler (1971) noted that work limited to a narrow 
range of activities may prove dissatisfying, but that work 
with too much variety may also cause tension and low job 
Satisfaction. 

Task identity was related by Hackman and Lawler (1971) 
to the accomplishment of a whole piece of work. However, 
Lieberman (1973) pointed out that the principal's satisfactions 
may not come from seeing a specific finished product, "but 
rather from detecting sometimes subtle clues that the pupil 
is growing and learning." These impressions will be 
influenced by his interactions with others and by his 
perceptions of task accomplishment. 

The fourth dimension, feedback, refers to the degree 
to which information is available to the employee as to the 
effectiveness of his or her performance. Feedback to a 
principal may come from procedures such as formal evaluation 
or from informal relationships with individuals in contact 


with him. 


Occupational Status and Prestige 

In his study of educators, Lortie (1975) noted that 
increased status accompanied the teacher's movement from the 
classroom to an administrative position. Bride's (1973) 
findings concerning the prestige of in-school personnel in 


Alberta, revealed that principals were given the highest 
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statuses in the occupational hierarchy. Senior High 
principals enjoyed the most prestigious position, while the 
importance of other principal groups decreased in direct 
relation to the student level administered. 

Work undertaken by managers and principals reflects 
tive atatus Of the andividual. Korman (1971) moted that 
Supervisory responsibility, and influence during interaction 
with the work group, were aspects of work in which status was 
evident. An increase in status affects the interpersonal 
relationships between individuals. Levinson (1970) noted 
that promotion changes relationships with co-workers and 
requires some interactions which will prove less satisfying. 
There will be some Situations in which supervisory 
responsibilities require actions that supersede personal 
relationships or where restrictions limit freedom to express 
views about policies and personalities in the system. 

Tumin (1967) suggested three criteria to form the 
basis for ranking across occupations, namely, personal 
characteristics believed to be required, trained skills and 
abilities believed to be required and consequences or effects 
upon others of the performance of the status role. Banks 
(1970) noted that educator groups enjoy an intermediate 
position of social prestige in comparison with other 
occupations. School principals who rank more highly than 


teachers receive recognition more in accord with other 


prestigious professional groups. 
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Interaction with District Administration 
A survey by the American School Board Journal (1976) 
reported several sources of principal dissatisfaction with 
heeds Sr Ct administration: 
(1) restrictions placed on principal autonomy and 
ENS av ele gu arty a 
(2) accountability for implementation of decisions which 
have been developed without principal participation, 
and 
(2) ee lack of ssupportrand uninformed criticism by Local 
authorities. 
| Farquhar (1976) noted that many decisions about 
school organization, budgeting and curriculum are 
now being made at the school level, but there has been 
centralization to, district level. of decisions»relatineg to 
Salaries, the amount of resources, and types of services. 
Thus, principal autonomy in program development may be 
constrained by district level decision-making. Often, 
decisions made by the district administration do not involve 
principal participation althoush principals wid hames to 
implement proposals. Johnson and Weiss (1971) found that 
participation in decision-making was a source of satisfaction 
to elementary principals, although this relationship was 
moderated by personality differences. 
Dissatisfaction with district administration has been 
linked by Enns (1968) to procedures used in policy implement- 


ation and evaluation of principals, and relationships between 


Bre, x ne 


‘ cooker ert oN AE 


ng f Guay, cena aa bar ost, eae), qatipaal, ; a 7 


r ag sat dndebh: Liyaraie ) fe thaw bby vg = lan =| 


| te ~ ad 7 las gels . 


sch ame oun se ' i 


j ¥ 


en) oes ‘ | Dis \ 
hi “ion zo iim « 


nie ae ean 


peer 


apy nite pak Tonia i ga lecatraee, 4 on 
at" ory thea jondng! aie as pent 
on Lacheeeie “Vs ra hte (at rele tail 


¥ 


i ip -_ ae 
aan, Btw, ot aati Me pois ants dass 


sito ean nh Horna be reer) anaes 
at are: 


1 


PA 


eieat 2heetapeeaba panne t " eit, 4) shaw - “ i: 


+ sot Aywod © | > nokta panies 
ae aa yall aaa BppeAet, | 


ON 
— 


\ 


principals and staff personnel, by Brewer (1966), to 
expectations held by Board members for the principalship, and 
by the Survey of the American School Board Journal (1977) to 
Pack Or Support tor principals in issues relating to student 
discipline, teacher relations and school finance. While the 
district administrators tend to stress the professional, 
client centered obligations of principals, Gram (1975) found 
that they have been more concerned with his performance of 


organizational and managerial tasks. 


Interaction with Teachers 

According to Wolcott (1973), the principal's inter- 
action with teachers is essentially directed towards 
achieving the goals of the school. He noted that the princi- 
pal's rapport with the staff was enhanced when he treated 
them as equals, gave backing to teachers, accepted new ideas 
and maintained a positive and reassuring manner. According 
to Yauch (1957), other sources of satisfaction were to be 
found in favorable teachers' attitudes, as for example, 
towards innovation and principal initiated activities, and 
in consultative relationships with teachers. 

bissatrsfac tron "in pass pacer relationships 
has been linked by Schmidt (1976) to polarity between 
principals and teachers during collective bargaining, and by 
flasenfeld and English (1974) to tension between principal 
authority and teacher autonomy. Lusthaus (1975) found that 


compulsory supervision of teachers was a source Of job related 


tension and dissatisfaction. Yauch (1957) noted that 
participation by teachers in decision-making may be a source 
Oh dissatisfaction by,ampescing, Limits .on: the principal's 


discretionary powers. 


Interaction with Students 

In relationships with students, Wolcott (1973) 
proposed that principals have been concerned with the 
attitudes of students towards teachers, and with discipline 
problems. Hasenfeld and English (1974) implied that an 
important administrative function in staff-client relation- 
ships, is the development of extensive recording and 
reporting systems. Raubinger, Sumption and Kamm (1974) 
discussed the principal's professional relationship to the 
students in terms of his role in program development and in 
provision and organization of Special services such as 


counselling. 


Salary and Benefits 


Salary and related benefits tend to be major incentives 
in society. According to Vroom (1964:150), satisfaction 
stemming from salary is dependent not on the absolute amount 
of the salary "but on the relationship between that amount 
and some standard of comparison used by the individual." 

Lawler (1971) indicated that the variance in attitudes to pay 
Sanastactioneiserelatedeto thei differingrstandards. of. 


comparison used by individuals and to the fact that pay is a 
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satisfier of a range of individual needs. For example, 
Porter and Lawler (1968) found that for managers, pay 
Satistaction was, lankedwto; the satisfaction. of security, 
recognition, status and achievement needs. In his review of 
findings on pay satisfaction for higher level employees, 
Lawler (1971) suggested that although pay is less important 
for these employees, if it is tied to actual performance it 
Wii epearelaLedwtO 4inereased Satisfaction. ina study that 
investigated the determinants of pay satisfaction, Dyer and 
Theriault (1976) found that perceptions of pay-system 
administration was an important influence. These perceptions 
focus on the various policies and procedures used by the 


employer to make wage and salary decisions. 


Working Conditions 

Four aspects of working conditions would appear to be 
melewvan tes workload ~ piyvsical. conditions, .tavai lab Lidyot 
resources, and collective bargaining. Two significant 
predictors of job satisfaction for principals were shown to 
be related to working conditions. Miskel (1975) found that 
Tolerance for Work Pressure (excessive workload) and Surround 
Concern (physical work conditions), were significant predictors 
of satisfaction. 

Bodette (1967) and Fendrock (1969) observed that long 
periods of time were required by administrators to cope with 
the range of work-related activities. The consequences of a 


heavy workload may be reflected in additional time being 
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spent on job-related activities at the expense of family or 
personal development, or in the redirection of work activities 
in order to attend to immediate concerns at the expense of 
other projects. Wolcott (1973:318) described "restraints 
imposed by constantly having to meet the expectations of a 

mul titade of others” asian limitation. in the principal's: role 
and a restriction on the opportunity "for constructive. 
accomplishment." 

Herzberg's (1959) category of working conditions 
embraced physical conditions of work and the facilities 
available for doing the work. However, a major concern of 
administrators, according to Wolcott (1973) is the need for 
additional resources related to the operation of the school. 
These include staff to attend to the problems arising out of 
the operation of the physical plant, such as cleaning, 
maintenance and supplies, and materials and finance to 
provide desired programs. These deprivations may result in 
additional amounts of time being spent on matters directly 
related to the physical-plant or to” resource Scquisition. 
Schoonmaker (1969) suggested that the individual may react 
to work deprivation based on constraints in the environment, 
with feelings of powerlessness and of expressed dissatis- 
faction with societal attitudes, governmental policies, or 
with other groups which appear to restrict freedom. 

Collective bargaining as a component of working 
COndEGLons “ariec ts: “the principal aid two ways. i Firstly, as 


observed by Brewer (1966) and in the Survey of American School 
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Board Journal (1976), pressure is placed on the principal 
through the expectations of Board members, to support 
management's position during negotiations and in day-to-day 
decisions. Secondly, negotiations over conditions of work 
May Limit the principals discretion in. the organization, of 


the school, by prescribing most aspects of the daily routine. 


SYNTHESIS OF RELATIONSHIPS AMONG VARIABLES 


The framework for the study is shown in Figure 4. 
This framework results from the consideration of the relation- 
Ships among overall job satisfaction, attitudes to aspects 


and clusters of aspects, and individual variables. 


1; Oversil: Job Satisfaction 
This can be assessed in the following ways: 
fa) thetextent-of savisfaetion of an individual’ s*hignér 
level needs, 
(by) thevextent to whch Motivator and Hygiene factors 
personally identified by respondents, are present in 
the job, and 


(ce). thesextent of overall job satisfaction. 


2. Attitude to Aspects and Clusters of Aspects (Factors) 


This can be assessed as the extent of satisfaction 
with aspects and clusters of aspects, identified by the 


researcher. 


pra Panis pire 
. f i wing set os with! . F 
eee an ne - a 
: ve lb Athi 2 ak : 
ehtien Tota cic terenae aw 


TU dp ie rite a¥ iota aa sicwansre? age ye 


Le. 


, wie 
phi ente waste yoga Seek achaipis 


weet ae sherds wR 
on” Rue utoa hale prey arate 


i 


ee 


ran ba opee. 7 sa si 


oy oe Shen ae ome! Q i ee ‘ 


ee 
7 Tie Ser ite, pe ee nn ia Ae Ro: 4 a dt AS sh) 


a see pants | Ls ‘ 
a4 * bth ia” 1 sy 1 


NOILOVASTLVS €or TIVYURAO 


(L USUUSTSSB 
SATLBITSTUTU 
=e * a5) TBUNTL EZ TUBBSIO 


(s0ueTIedxe 
98180 *s*3a) TeUuoTSsejoug 


(SUTZ49e8 
AY TUNWUOD ‘2 “eo STero0s 


GEOTIUOD. LO 
SnooT *s*a) Teuoszeg 


SHTAVINVA ‘TVACTATONT 
) “(SHOLOVA) 
SLOUdSV JO Sum SATO 


GQNV SLOUdSV OL ACNLILGV 


(46T#926T) Uosmeq pue pTIm woas peqydepy 
"peLeSTLSOAUT SdTYSUOTLETEL To UoTL Be USSeAdeT OTT eBUWeISe TG 


°t OINSTy 


* 
ae 


> aetna 
— 


r 
— 
=a ~ 


67 


3. The relationship between the extent of satisfaction with 
(ereeaspeC ts and “clusters or aspects, and 


(By overa ld oumeatioraction. 


ier “Tie relationship Gf wspecitic individual variables “to 
fay "overall JOD Satloractviron, and 


(ob) aspects and clusters of aspects. 


5. Relationship of specific individual variables on the 
interaction between 
{a) satisfaction with aspects and clusters of aspects, and 


Coy Overall 00 SatrsractLon. 
SUMMARY 


This chapter has provided a review of literature 
pertaining to the central concepts of the study, overall job 
Sarco ac clon, “ea tistactLon wlth aspects of 'thes job; and 
individual variables. The review is summarized below: 

irst, a brief overview of the nature of job satis- 
faction was presented. Much research into job satisfaction 
was premised on the notion that its presence would result in 
favorable consequences for both the individual and the 
organization. Recent theorists such as Lawler (1973) have 
noted that relatively little is known about the determinants 
or consequences of job satisfaction. 


Second, a review of the literature was conducted on 
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theories of job satisfaction. The most complete attempt to 
link individual and work variables into the complex process 

of perception was proposed by Lawler in his facet satisfaction 
model. This approach, as expressed by Holdaway (1978a), 
described both overall job satisfaction and satisfaction with 
aspects of the job in terms of the discrepancy between ideal 
and actual states. Earlier theorists tended to equate job 
Satisfaction with either the fulfilment of the individual's 
Rigner level needs= (Schaffer, 1953; Maslow, 1970), or with 

the presence in the job of certain characteristics 

(Herzberg, 1959). Herzberg's two-factor theory stated that 
Motivator or Job Content factors contributed more to overall 
job satisfaction while Hygiene or Job Context factors 
cCOntributedsmore to overelid job dissatisfaction. o This theory 
which has been the center of controversy concerning its tenets 
and methodology, has influenced previous studies of principal 
job satisfaction by Iannone (1973), Wickstrom (1973) and 
Schmidt (1976). 

Third, the relationship between overall job satis- 
faction and satisfaction with .aspects of the job has been 
conceptualized by Lawler (1973) and Smith et al. (1969). 
Overall job satisfaction was viewed as the sum of all the 
aspects of the job, weighted by the individual according to 
their perceived importance in contributing to overall job 
Satisfaction. Methodological considerations were examined 
before a decision was made to assess overall job satisfaction 


with a separate measure. The findings of a number of studies 
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indicated that intrinsic aspects of the job which provide 
outcomes which are internal to the person contribute more 

to overall job satisfaction than do extrinsic aspects of the 
job. A review of the literature identified seven factors 
considered appropriate to the satisfaction  .of school 
principals. These factors which were adapted from previous 
factor analytic studies in industry and education, were Work 
Itself, Occupational Status and Prestige, Interaction with 


District Administration, Interaction, with Teachers, Inter- 
action with Students, Salary and Benefits, and Working 
Conditions. 

Fourth, a discussion was presented which indicated 


q 


that the relationship between satisfaction with aspects of the 


lates 


job and overall job satisfaction was not static, and was found 


to be moderated by specific individual variables. For 
example, the relationship between the aspects of the job and 


overall job satisfaction was found to vary with different 


stages of career experience and with Locus of Control 


Fifth, individual variables given prominence in 
literature relating to job satisfaction were examined. The 


variables were identified and classified as personal, social, 


professional, and organizational. Findings for these 


a) 
>) 
a) 
fu 
I 


variables suggested that there may be differences in ov 
isfaction with aspects of the job 


for groups classified according to each of these variables. 
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The above concepts were related in Figure 4 (page 66), 


a diagrammatic representation of relationships investigated. 
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Section A: Personal Data 

Section A contained questions regarding various 

characteristics, of thelprincipals: 

Personal: age; sex; 

Social: marital status; employment status of spouse; 
community setting; 

Professional: highest attained level of formal 
education; number of years of administrative 
experience; involvement in professional and 
community activities; 

Organizational: administrative assignment; 
organizational size; teaching assignment; 
Budget Decision Scale. 

The present employing authority was identified by the use of 


color-coded questionnaires. 


The budget decision scale. A measure of the extent 
to which budget decisions were centralized within the school 
district or decentralized to the school level was included in 
Section A of the questionnaire. The five items included in 
the Budget Decision Scale were selected from a twenty-seven 
item School Budget Authority Scale, developed by Caldwell 
(1977) in his study of decentralized budgeting in Alberta. 
The five items were directly related to the program of a 
school, and typical of those which appear in a school budget 
for any level of a school system. Five items which varied to 


the extent to which decisions about them were made at the 
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school level were selected in an attempt to achieve a 
distribution of respondents within a range of scores from 
O-5. Two of the selected items, Maintenance and repair of 
equipment, and Registration fees for staff attending 
conferences, were typically decisions made by central office, 
while another two, Purchase of textbooks, and Purchase of 
audio-visual materials, were typically decentralized to the 
school level. One item, Transportation for students on field 
trips, was neither typically centralized nor decentralized. 
See Table 1 for percentage of systems for which each item of 
the Budget Decision Scale was typically decentralized to the 
school level. Principals were asked to indicate, for each 
of the five items, whether a central office (centralized) 

or school (decentralized) decision was made on the amount to 


be included in their school budget. 


Decco. Overaiinsatistaction 

Overall job satisfaction was assessed by four items. 
Item 1 was adapted from the study by Throndson (1969), Item 
3 from Johnson and Weiss (1971) and Items 2 and 4 from 
Holdaway (1978b). Two were related to the satisfaction of 
social needs or self-actualization needs. Another was related 
to satisfaction with the effectiveness of the school, while 
the fourth was a measure of satisfaction with the job in all 


its aspects. 
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Taple:. 4 


Percentage of Systems for which Budget 
Decision is Typically Decentralized 


Item Percentage 


Maintenance and repair of 


equipment 26 
Typically 
Registration fees for staff Centralized 
attending conferences 26 
Transportation for students 
on .fleld+trips 50 Neither 


Purchase of textbooks 


Purchase of audio-visual Pe ce acd 
materials 63 


items selected from Caldwell (1977). 
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section C: I-E Scale 

Rotter’s (1966) Internal-External Locus of Control 
Seale consists of twenty-three question pairs, using a 
Horced=choice format uipluspsix tiller tquestions..= In each of 
the questions, the respondent is provided with a pair of 
alternative statements which express a contrast in beliefs 
between external and internal control. . One point is allotted 
for each external statement selected, so that scores may 


fancetirom zeror(iost internal) “to 23 (most external). 


pection iD: \item Satisfaction 

Forty-five items were organized into five categories, 
Working Conditions, Personnel-Related Matters, School-Related 
Matters, District-Related Matters and Occupation-Related 
Matters. These items were developed from the literature 
review presented in Chapter 2 and were related to various 
aspects of the principal's job. Several items were adapted 
from the Minnesota Satisfaction Questionnaire reported by 
Johnson and Weiss (1971), and from the questionnaire, 
Satisfaction with Teaching and Employment Conditions, 
developed by Holdaway (19786) for his study of the 


eatistactions: Of educators in “Alberta. 


The item satisfaction instrument. From an extensive 
review of the literature, seventy items were selected as 
sources of principal satisfaction. These seventy items were 


rated on a six-point scale by a graduate class, Master's 


on 


<p) tt) 
mS 


; yr) iy aan 
r ; “de> es.teW amr eee 


- 6 7 ‘Ss a } 
by os : nm wt iw st ae PF: 
” r daa a i. an 


Aen 
¥ ow ae for “te ” 3¢ a 
*~ : _ 


Level, in educational administration and examined by a 
panel of three doctoral candidates. Items were deleted if 
they were judged to be of minor importance to the principal, 
were ambiguous and difficult to answer, or failed to 
discriminate among respondents. A synopsis of items 
included in the final questionnaire is listed in Appendix A, 


Pariwac % 


Section E: Sources of Job Attitudes 

The final section of the questionnaire was designed 
to permit the respondent to personally identify sources of 
job attitudes. The open-ended questions enabled the 
respondent to select two facets contributing most to overall 
Satisfaction and two facets contributing most to overall 


dissatisfaction: 


Scaling 

A six-point scale which ranged from Highly Satisfied 
to Highly Dissatisfied, was used in the study to rate the 
extent of satisfaction. No provision was made for Undecided 
or Neutral response categories. This approach was in line 
With Porter et.al .04{1975:53)° who: indicated that: "pecpleyare 
rarely neutral about things they perceive or experience" 
and "tend to evaluate most things in terms of whether they 
ike or dislike them." “Shaw and’Wright (1967:21) stated 


a Similar position: 
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some theorists (e.g. Krech and Crutchfield, 1948) 

suggest that attitudes always have either a positive 

or negative sign; if they have no sign (i.e., are 

neutral or at the zero point) they cannot be called 

attitudes at all. We have adopted a similar position. 
Further, Holdaway (1971) found that variations in response 
patterns occurred when differing categories and differing 
ordering of categories of Likert-type scales were employed. 
In particular, the use of Undecided and Neutral categories, 
and their positioning on an agreement-disagreement scale had 
an effect on response patterns. A decision was made to 
provide a six-point scale although this could possibly 
compel some respondents who either had no obvious positive 
or negative feelings towards an item or for whom the positive 
aspects balanced the negative aspects, to make a positive or 
negative choice. In addition, this decision is in opposition 
to Herzberg et al. (1959) who deny the presence of a 
satisfaction-dissatisfaction continuum. 

In an attempt to ensure that the satisfaction 
instrument would elicit expressions of job attitudes, each 
item was assessed for its relevance to the principalship by 
a panel of three doctoral candidates. On the basis of the 
perceived relevance of items, an assumption was made that 
respondents would be likely to have specific job feelings 


towards the selected items. 


PELOP TES TING 


Two sections of the questionnaire, Section B (Overall 
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Satisfaction) and Section D (Item Satisfaction), were 
completed by twenty-four public school principals from 
Edmonton and District who were attending a Principals' 
Leadership Conference at the University of Alberta. 
Principals completed the two sections and, in addition, wrote 
comments about their reactions to the content of the 
questionnaire, the wording of the items, and the appropriate- 
ness of the scaling system. As a result of these comments, 
one item was deleted because it was considered ambiguous, 
endean- additional® item, “Te Attitudes of your stagr: towards 
curriculum change", was added. Amendments were also made to 


the wording of ten items. 


DATA COLLECTION PROCEDURES 


Selection of the Sample 

Hull Serta, Salva eda séet or Local jurisdictions’ nas 
developed, "partially due to historical developments and 
partially to other factors, for example local choice." 
(Bumbarger & Ratsoy, 1975:12). The following types of local 
administration are found in Alberta: school districts (public, 
separate), school divisions and counties (Munroe, 1974). 

FuUbLTS HSschoc brdieatricts. ~- The paste uns bin “local 
educational administration is the school district. Although 
many rural and village districts remain small, the urban 
population growth in Edmonton and Calgary has resulted in 


the development of large and complex districts. In the study, 
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Districts referred specifically to rural and town juris- 
dictions while city districts were identified as City A and 
Gi uy De 

separate school districts. Separate school districts 
are established upon request of the Denominational group, 
either Catholic or Protestant, which comprises the religious 
minority in any community. Although the powers of the boards 
are the same as for public school boards, their foundations 
have a distinct religious orientation. Separate school 
districts in the study were arranged into two groups, 
Edmonton-Calgary and Others. 

Schoolvdivisions. sschool: Divisions) which aremlarcely 
rural in nature were formed by the consolidation of school 
districtce.0) hel adminis trative unit which provides educational 
Services for approximately 1200 to 1500 pupils, is located in 
a fairly large center of population. The powers of the board 
of the school division are identical to those of a school 
Givin Cie 

Goin tess TiC oun ties ares mostin~w ine! an nature 
although for educational purposes they include both villages 
and towns. The municipal and school administration are 
combined under one authority. 

A decision was made to obtain a stratified random 
sample of respondents so that each type of administrative 
unit would be represented proportionately to its size in the 


population. 


ebseud: anit? 


apusiifainiea”. o's he Ai street ? R cals 
idegee at eta ae? , i) vatuaive te 5 eal a , 

ators Owe) tae oa prew bere cal pi Bie 
| Aggies vile <¥ ‘bea orate pot : " 
a navi Lebaar s es ‘ima gi | 
th beef 7 “es ait ed. peertey va: Sua th tat 


? 7 
4 


‘7 bibety seis eaia seer elt or oe 


st : mile | 
go BOERS ot, ORS Lo in ‘ma dole 
veoW a Z Li iy he i i dee . 


bb} wpielehong jane “gels Bee yo 2 ‘abe dian! logaek af :: 
epee een Spee Seotioe 


v4 mm a | : { : i | | ’ r. 
i | at eek eh | ol DE 
_ey) 
OU > Lampe shee oa $o.cr TD | -maugtapns = 
a 12 (1 4 ey : | - 
roby deed einai yeh oni: . le eee” Mohs ay? 


a 


cere Soko sr et ae Zw aeee 2 a ionhicaes wah) wie 
abe, jw rete ee winder. ee oat aa 
sp Sah sntalae ? al oat te 


80 


Plutchik (1974:79) stated: 

The advantage of stratifying a population before 
taking the sample is that the chances of picking 
a very deviant sample are less and estimates of 
population values are therefore more precise than 
would have been the case with a simple random 
sample of the whole population. The major 
limitation of stratified random sampling is that 
it requires advance knowledge of the strata 
within the population. 

Poona oteolbeer lL pO Lncioaiac in the province 
(excluding principals of special schools and one-room schools), 
seven lists (3 public school districts, 2 separate school 
districts, counties and divisions) were prepared. The 
following criteria were applied to the ordering of the lists: 

(1) hoeal jurisdictions within each administrative unit 
were listed according to the jurisdiction number 
(allocated by the Department of Education). 

(2) Schools within each jurisdiction were listed 
according to the code number (allocated by the 
Department of Education). 

Using a table of random numbers, one third of the names from 
each list was selected. The sample consisted of 410 
principals. 

Permission to distribute questionnaires was formally 
approved by the Division of Field Services, University of 
Alberta, and by the school systems which required notice of 
research within their jurisdiction. ~- Questionnaires, color- 


coded for each administrative unit, were distributed on May 


13, 1977, and a follow-up letter was posted on May 27, 1977. 
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A cut-off date of June 17, 1977 was established. Enclosed 
in each envelope sent to selected principals was a covering 
letter, printed questionnaire and stamped addressed envelope. 


A copy of the questionnaire is included in Appendix A, Part 1, 


while the covering letters are included in Appendix B. 


Returns from Respondents 


Returns were received from 350 respondents, giving 
an 85.4 percent return. Twenty-three returns were deleted 
because they were incomplete in Section A or D, leaving 327 
usable responses. Table 2 presents the frequency and 
percentage distribution of respondents for each administrative 
unit. An examination of the response rate for each of the 
different types of administrative units indicated that there 
was no marked variation in the percentage of returns between 
a unit's quota established during the selection of the sample, 
and its response rate as a percentage of the total return. 
in adaitoonemeach Of the seven administrative tits 
approximated the average overall return rate, 85.4 percent. 
The rural districts category, 91.2 percent, had the highest 
return rate, while Edmonton city district, 82 percent had the 


lowest. 
CONTENT ANALYSIS OF OPEN-ENDED RESPONSES 


In the final section of the questionnaire, Section E, 


Sources of Job Attitudes, respondents were asked to describe 
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Table 2 


Frequency and Percentage Distribution of Respondents 
FOr tacemnoMinis trative Unit 


Type of LOG as HPO sae Intra-Unit 
Administrative Sample Returns Returns 
veh hay 
vg To od I Zo 
Rural Districts 34 o.3 ai 8.9 OTe 
School Divisions 89 Ped a7 Pog lap asa 
Counties 102 24.9 86 24.6 84,3 


CLGveDLetricts 


Edmonton 50 Pere 4 Dey, Sere 
Calgary 61 14.9 i ye 88.5 
Catholic Separate 
Distr Le rs 
Edmonton, 
Calgary 17 Ta 5 Lo in a 85.1 
Others 27 OG 24 6.9 88.9 
Totals 440 350 85.4 


Usable responses were received from: 
Rural Dustricis 31 
School Divisions 68 
Counties 84 
City Districts — Bamonton 35 
Calgary 48 
Separate Districts - Edmonton, Calgary 39 
Other Catholic Separate Districts’ 22 
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two.racets which contributed most to their overall 
satisfaction with the principalship, and two facets which 


CONtr? DUted. MOStALO stieourwoveral il edissatisfaction. 


Method of Data Analysis 
According to Stone (1964) and Holsti (1969), content 


analysis refers to any procedure for distinguishing themes 
which permeate a given message. In this section of the 
study, the use of content analysis was deemed necessary as 
the subjects' own statements were crucial to determining the 
SOurcess0tuJjObrpantitucdess: gthe uniteforvanalysie.was the 


statement provided by the respondent. 


Step one. To establish a system for categorizing the 
responses, the following procedures were adopted. MThe 
Sixteen theoretical categories of Herzberg, Mausner and 
Snyderman (1959) provided the base list for initial analysis. 
Further categories deemed appropriate to explain the data 


were to be added if necessary. 


eLepe two. The researcher and another doctoral 
candidate in educational administration eee associated in 
the development of the categories. A random sample of 50 
questionnaires was selected. Both the researcher and the 
independent coder listed facets of the job identified by 
respondents as leading to their overall satisfaction and 


Overall dissatisfaction, and grouped these into categories 


a) “odie Lal ene 


pasion 


hail “ gibi : 
ae he Nod: (ee al : yearns nh ah 
a gees oon Lreatna’ ‘Saw nding oaietimed wo 90 
| ptoerts rsa 190 nomad wits ssa “whoa 


ie 


a < at i 


ert es. sa saebint ite aol, ‘il 


Jxskegens Rae ae Rav eng? i 


> cba peha cae cenuiee tt! er +45 ey ae 


Fietiat ,'S2 Guia oe eta 
Lane P | ah 


Calnoeae # yh: encores sine SN hae etal - ett 
a ene pines oe sar ok estate? he i ‘oa Se sm 
yt Dew, meas aati %, "gid! ee: ey owl 

ci batts co bah. sit Nigga aoant 
neh anes aaa te | 
astremieree abst | rit lik 


ee 
ie 


84 


according to perceived common dimensions. 


step three. The researcher and the independent coder 
conferred to describe the categories. As a result of this 
Step, additional categories were added and some of the 
existing categories drawn from Herzberg et al. were 


redefined. 


Step four. Both the researcher and the independent 
coder selected a new random sample of 50 questionnaires for 
analysis and after coding these responses, conferred to 
formalize the analysis procedures and further revise 


categories. 


step five. The coding of all responses was then 
completed by the researcher, and the data were key-punched 
and listed on file for further analysis. Frequencies and 
Gis ter puronstor a tems contributing to so verali satisfaction 
and overall dissatisfaction were obtained for the sample and 
for groups based on individual variables. The recoding of 
the questionnaires after two months duration, resulted in 


an intra-coder agreement level of 94.8 percent. 


Category Definitions 


Twenty categories were developed to describe facets 
identified by respondents as contributing to their overall 


Satisfaction or dissatisfaction. The discussion of each of 
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the twenty categories follows: 


1. Recognition and status. The emphasis of this 


category was upon some act of reassurance given to the 
Prine lupaveby) others Weenie acs Of -recooni tion vindicated’ that 


he was doing an effective and important job. 


2. Sense of accomplishment. Statements which 
indicated feelings of success, or their opposite, feelings of 
failure or the absence of achievement were included in this 
category. The sense of accomplishment resulted from 
reaching a goal, from successfully completing a task or 
resolving a problem. Also included were statements which 
indicated that accomplishment resulted from "Subtle clues" 


in the work environment, e.g., student growth. 


3. Self development and talent utilization. 


Respondents indicated that their possibility for personal 


growth had been increased or decreased by their principalship. 


4, Responsibility. This category included references 
Ou thieiprancipalts “authority and ‘responsibility for the work 
of others. Respondents indicated that their satisfaction 
derived from the exercise of leadership in directing broad 
and demanding tasks and facilitating the work of others. 
Peesatisiaction was associated with the principal's 


Supervisory responsibilities or from feelings that a 
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discrepancy existed between his authority, and the authority 


he felt he needed to carry out his responsibilities. 


5. Autonomy. The respondent identified his feelings 
of freedom in the selection of work activities. Satisfaction 
was associated with flexibility in program development and 
opportunities to schedule work, select resources and 
determine procedures. Dissatisfaction was related to 
restrictions placed on the principal's independent thought 


and action. 


6. Importance of the work. Comments made by 
respondents indicated that their work was important in 
providing a service of benefit to society and to individuals 


within that society. 


7+ Challenge of work. Specific references were 
made concerning the nature of the work as a source of 
satisfaction. Comments included general statements about 
the variety and challenge of the work in all its aspects, or 
Sbout thes natune. of. specitics tasks. Im comtrast wo. the 
challenge and variety of the work, as a dissatisfier, this 
category included references to unnecessary tasks and non- 
curricular activities performed by principals as well as 
comments about routine or trivial duties that occupy much 


time. 
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8. Interpersonal relationships in the work 


environment. References were made to a number of groups 
with whom the principal was experiencing satisfying or 


dissatisfying social relationships. 


9. Relationships with parents. Specific references 


to interactions with parents and community members were 


included in this category. 


10. Attitudes of society towards education. fThis 


category described attitudes towards education which 
principals perceived within society. References were made to 
societal values and expectations for schools and principals, 
and to influences within society which affect students and 


Over whiechethe school hasi no control. 


114. Relationships with teachers. References to 


relationships with teachers and to their attitudes and quality 


of their services, were included in this category. 


12. Relationships with central office. This category 


included references to relationships with and support from 


aon nue traciviens tatte at theidistrict levels 


13. Student attitudes and performance. References 
in respondents' statements which formed this category were 


related to attitudes of students towards their teachers and 
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Scrooe acCulVAties,) princrpars relationships with students, 


and student successes, both at school and in later years. 


14. Administration and policies. A variety of 


references, all relating to the administration and policy of 
the central office, was coded within this category. Comments 
concerned: 
(a) quality of leadership by board members, 
(bo) administrative procedures of the employing authority, 
(c) consultative and supervisory practices of central 
GETice, 
(d) expertise of supervisors, 
{e) participation with district authorities in determining 
goals, methods and procedures, 
(PRs aporu el veneorincipals in jproplem situations, and 
(2) quality of communication from central office to the 


Scnool, 


15." Constraints in the overall system of 


educational administration. This category included statements 
about the influence of the overall system of educational 
administration on the local employing authority and schools. 
References were made to budget constraints, declining 


educational standards, and lack of educational leadership. 


16. Impact on home life. References to the impact 


of the job on either the principal's personal life or his 
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home life, were placed in this category. 


V7 eheravyuandabemetscs. a /This. category included, all 


references in which compensation was mentioned. 


footer hyst calmeomitoxte. «Containedwinuthis category 
were references to the adequacy or inadequacy of the physical 


eonditions of work, thetavailability.of materials and-staff. 


19. Amount of work. Coded into this category were 


references to the amount of work required of the principal. 


20. Job-related tension. Job-related tension 
included references to conflict, frustration or work pressure 


ASeSGOUrCES Ofadissatisfaction. 


STATISTICAL TREATMENT OF THE DATA 


Seven major statistical techniques were used to 
analyze the data. These were the Chi Square Test of 
Significance followed by the calculation of the Phi coeffic- 
ient or Contingency coefficient, Pearson Product-Moment 
Correlation, Factor Analysis, Factor Scores, One-Way Analysis 
of Variance, t Tests, and Stepwise Multiple Regression. In 
Sidi ti On,dtne Sros-Versaion 6).02).Statistical) Program 
(Statistical Package for the Social Sciences) was used to 


determine the frequency and percentage of responses for each 
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item in the questionnaire. Information obtained from this 
program was used in the discussion of Problem 1, an investi- 
gation of the sources and the extent of overall job 
Satisfaction. Scores were also obtained for each respondent 
on the Internal-External Locus of Control Scale and on the 
Overall Satisfaction Scale. The latter score was the mean 
score of the four overall satisfaction items. MThe statis- 
tical programs used in the study were available through the 
Division of Educational Research Services, University of 
Alberta. 

The chi square statistic (DERS:NONPO2) was used for 
the analysis which compared the contribution of motivator 
and hygiene factors to overall satisfaction and overall 
dissatisfaction. The technique was deemed appropriate 
because it examined cell frequencies of a given matrix, 
compared the expected with the observed frequency and 
calculated aprobabilistyetonithe difference. “ithe association 
between the variables was assessed by the Phi coefficient or 
Contingency coefficient. 

Mueller, Schuessler and Costner (1970:241) outlined 
two approaches to the interpretation of the association 
between variables. The first is related to the principle of 
joint occurrence in which the relative frequency with which 
certain attributes happen together is the basis of judgment. 
The second is adopted when the unit change in one variable is 
parallelled with some degree of regularity by a comparable 


change in the other. The variables move together so that the 


raat 


researcher may conclude that they are somehow tied together 
and that there is an association between the two sets of data. 
These methods of analysis are appropriate for examining the 
variation in the contribution of Motivator-Hygiene factors 

tO Satisfaction and dissatisfaction. 

The Phi coefficient and Contingency coefficient were 
described by Costner (1965) as measures of association 
designed to reflect the degrees of departures from statistical 
eC ences, Nie et al. (1975) described the Phi statistic 
as a suitable measure of association which indicates the 
Strength of a relationship. According to Ferguson (1971), 
the Phi coefficient which is applied to 2 X 2 tables only, 
may be calculated from the chi square x which first 
PreovLdes anaindicatLon Of statistical significance. 

Van Dalen (1973) pointed out that the Contingency 
coefficient determines the relationship between two variables 
measured on nominal scales, with two or more categories. 
Hecording to DuBois (1965), its maximum value in a 3 xk 2 
table, is .707. For.comparative purposes, Siegel (1956) 
noted that contingency coefficients are comparable only when 
they are yielded by contingency tables of the same Size. 

They are not directly comparable to any other measure of 
correlation. Kerlinger (1973) proposed a four step process 
for its interpretation: 

{1) Calculate chi square to determine statistical 


Significance, 
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(3) Calculate the percentages, and 


(4) Interpret the data using each of the three pieces of 
information. 
Nie et al. (1975) added that the interpretation of C may be 
expressed in terms of whether it signifies the existence of 
a degree of association (e.g. high). 

Pearson product-moment correlation coefficients were 
calculated with. the statistical program DERS:DESTO2, to 
determine the relationship between the continuous variables 
in the study. 

Factor analysis is "a method for extracting common 
factor variances from sets of measures" (Kerlinger, 1973: 
659). Factor Analysis with the Factor Analysis Package, 
XDER:FACT18, was undertaken for the pool of 45 items contained 
Ue cient tem SatLietactione instrument (Section D) er the 
questionnaire. Scores for each person on each factor were 
calculated with the Factor scores statistical program, 
DERS:FACTO8. Kerlinger (1973) described factor scores as 
weighted averages, weighted according to factor loadings. 
In the DERS:FACTO8 program, the ace of the scores for each 
PALO GN cue lice te-ZeCO, aan these tandarn deyviationat one. 
Thus, the..score for each individual on each factor was 
expressed in standard form. 

One-way analysis of variance (XDER:ANOV15), and t 
Tests (DERS:ANOV10), were used to determine whether there 
were Significant statistical differences between groups of 
principals on overall job satisfaction and satisfaction 


factors. A significance level of .05 was established for the 
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various analyses. When the one-way analysis of variance 
provided an F which was statistically significant beyond the 
-05 level, the Scheffe procedure (Winer, 1971) was used to 
compare individual groups in an attempt to locate the 
differences which contributed to the ANOVA results. Because 
of the rigorous nature of the procedure, the significance 
Peyelwas cet ap .10) (Persuson, 1971-271). ests: for analysis 
of variance are usually accompanied by homogeneity of 
variance tests. There is however, general agreement that 
the F Test is fairly robust and can accommodate departures 
from homogeneity (Ferguson, 1971:219-220; Kerlinger, 1973: 
287-8). Where the assumption of equality of variance was 
untenable for the t Test, an adjustment in the value of ¢ 
was made by the Welch T Prime Adjustment of t Tests (Ferguson, 
jl Ma Saas 

Stepwise multiple regression analysis was applied to 
the data to determine which of the predictor variables, i.e., 
the satisfaction factors were associated with the greatest 
percentage of variance in overall job satisfaction. Analyses 
were undertaken for all respondents, and also for respondents 
grouped according to internal-external Locus of Control, and 


career experience. 


RELIABILITY 


Two ways of increasing test reliability (Kerlinger, 


1973:443) have been followed in this study. 
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(1) The questionnaire was distributed and appraised by 
doctoral candidates, principals and the researcher to ensure 
that the items and instructions for completion were clear and 
unambiguous. 

(2) A measure of internal consistency was obtained with 
the Kuder-Richardson formula 20 (K-R20). According to 
Ferguson (1971:368), the Kuder-Richardson formula 20 is a 
measure of the homogeneity of the test items, and may be 
applied to items which elicit more than two categories of 
response. An analysis of the items in the Item Satisfaction 
Instrument based on the Kuder-Richardson formula revealed a 
reliability coefficient of .94. 

Robinson and Shaver (1975) reported that the internal 
consistency coefficient for the Internal-External Locus of 
Control Instrument was found to be .70. The Locus of Control 
Instrument has provided consistent and moderately high 
Measures of test-retest reliability, ranging from .65 to 


myOnid0e,. 6071: Runyon, 1973). 


VALIDITY 


Content Validity 


The representativeness of the content to the domain 
of interest was assessed by graduate students, principals and 
interested researchers in the area. Judgments, opinions and 


suggestions for improvement were provided for both the 
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Overall Satisfaction and item Satisfaction Instruments. 


Construct Validity of the Overall Satisfaction Instrument 


Originally the measure of overall job satisfaction 
was to be the mean score of the four items in the Overall 
Satisfaction Instrument. After an examination of the inter- 
correlation of the four variables, the plan was abandoned. 
The correlation between Item 1, Satisfaction With School 
Effectiveness, and each of the other three variables in the 
instrument was low, and accounted for less than seven percent 
of the common variance of the measures {see Table 3). 

The calculation of the mean score was intended as a 
way of arriving at a single measure of overall job satis- 
faction. However, Porter and Lawler (1968:43) argued that 
the use of a global measure would yield a reasonable 
approximation of what would be obtained by some composite of 
the ratings. It was therefore decided that Item 4, Your 
Everall “Saticraction With Your Job, should’ be used for further 
analyses. The relationship between this variable and the 
mean score of the four items was both significant and 
important (r = .84). The extent of satisfaction with each 
of the four items in the Overall Satisfaction Instrument has 
been reported in Sub-Problem 1.1. In addition, the three 
discarded items are used as Separate items during further 


analyses which are reported in Problem 5. 
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Table 3 


Product-Moment Correlations Between 
Variables or soverall Satisfaction 


nt) 327) 
Variables 1 2 3) 4, 
1. School Effectiveness 
2. |0cial. Relationships “2 
pee lseror Abilities aad) iS 
We Overall Satistaction 20 42 69 
Mean Score »56 Hieie Are al ~84 


All correlations are Significantly different from zero 
beyond the .05 level. 
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Construct Validity of the Item Satisfaction Instrument 


The use of internal consistency measures is one 
method of checking construct validity (Guilford & Fruchter, 
TO 7oyiaeel he results tofmtneifactor analysis performed on the 
45 items in the Item Satisfaction Instrument, are reported 


in Chapter 5. 


Validity of Internal-External Control Instrument 
Robinson and Shaver (1975:229) noted that over 50 


percent of the internal-external Locus of Control investi- 
gations have employed the Rotter (1966) scale and added that 
"Rotter's scale is still to be recommended as a measure of 
generalized I-E expectancy." Joe (1971) reported that the 
teeascate has ood yvdiiscriminant validity as indicated by low 
correlations with variables such as intelligence, social 
desi rabisit tyeeridupoliticalwartfitwation. According ton both 
hefoours GiGoG)tend Aloe (LO7T)\jattne! scale hasbeen validated 


in many experimental situations. 


SUMMARY 


Data were collected with a questionnaire, Sources of 
Principal Satisfaction which measured both overall job 
satisfaction and satisfaction with aspects of the job. fThe 
instrument was arranged into five sections, namely personal 
eharacteristics sroverall satisfaction; internal-external 


Tocus of Control, item satisfaction and sources of job 
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attLtudes.--Thée first section, personal characteristics, 
included the Budget Decision Scale developed for this study. 
The Rotter Scale was used to measure Locus of Control. For 
both-overall job satisfaction and item satisfaction, 
respondents were asked to rate the extent of their satis- 
faction on a six-point Likert-type scale. 

A panel of graduate students in educational admini- 
stration reviewed the questionnaire which was then pilot- 
tested with 24 Edmonton and District principals before being 
distributed throughout the province to a stratified random 
sample of 410 principals. The questionnaire was anonymous 
and was identified only in terms of type of employing 
Suiond uy sby colLor-codinge. “"A total of 1350 returns (65.4 
percent) was received, of which 327 were usable. 

Information derived from respondents in Section E of 
the questionnaire where they personally identified sources 
of their job attitudes, was treated by content analysis. 
Twenty categories were developed by the researcher and an 
independent coder for grouping sources of satisfaction and 
dissatisfaction. The coding was undertaken by the researcher 
and the reliability of the researcher's own coding over time 
was also treated by a second recoding after a period of two 
months. In this, an agreement level of 94.8 percent was 
achieved. 

Data obtained in the questionnaire were analyzed 
using seven major statistical techniques, namely Chi Square 


followed by calculation of the Phi coefficient and Contingency 


AL 2 


‘S oo 


Ww Bice nent: ae ae ucla. bath ea rot lke 
“ee bot atee. betel ocmas 4 i 


wre eRe. FLAS Sale Ap = 


i CRT Bes somkweeny 'e on pioripivorse sg bette 
wis, ayy ernie | UE — eee Dabg: ont tor vs 
seetiane To agye 3 ater Nhito bade ivaekh | 
e ver oe ps ds eee af age oe 
dor u eo ikehh Hw Mo Rewiereahs! iat ae 
(a dea fe 
bee 1a BRST ban aynt et pen van sodtaere te) a. | 
Ee te sn) Lae rope We “rene sion kee \ 5 , 


ery parnop Ya bees. wert enya ) BERL iJ 2 dot. sheet 


+ Wi GaGGsere b) 6tew sateegorgai rom W 


etn gerrnibe an ees oF aaah ‘robe 
aga ast ea em ‘pitoos ont : " iy aie, | baie 
b evi Qtssoo oe “ te 7 ene att + 
¢ beiveq ss SAVES gai cies! ined i wt oe a 


¢ Bee +3. a : (Saree ate eddy | nk | 


“4 ev - ms ho al " 
i F wily ie a ) i vim ; 
: ae : te 
d P _ a 7 : 4 7 if _ 


se 


Uiray 


Dewy, 4 ial et a 


rusiios oat tT a 4 | 
pata? bets + see 


a2 


coefficient, Pearson product-moment correlations, Factor 
Analysis, Factor Scores, F Tests and t Tests, and Stepwise 
Multiple Regression. As a measure of overall job satis- 
tacts2on. One item, stem) of the Overall. Satisfaction 


Instrument was used. 
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CHAPTER 4 


PROFILE OF RESPONDENTS 


The purpose of this chapter is to report the 
characteristics of the sample population of 327 principals 
in the Province of Alberta upon which this study was based. 
The characteristics were classified into four sections: 
personal characteristics, social characteristics, professional 


characteristics, and organizational characteristics. 


COMPARISON OF RESPONDENT ADMINISTRATIVE ASSIGNMENT WITH 


FREQUENCY OF CATEGORIES OF SCHOOLS IN ALBERTA 


School and Teacher Statistics, 1976-77, produced by 
Alberta Education, indicated that there were 1449 public, 
Separate and private schools operating in Alberta. Of these, 
5904n(22-8 percent) offered high school instruction, 504 
(34.8 percent) offered instruction in which either grade 
eight or grade nine was the highest grade, and 615 (42.4 
percent) offered elementary-based instruc tLon. 

An examination of Table 4 revealed that there were no 
marked differences between the Provincial statistics for 
categories of schools in Alberta and the respondents’ 
administrative assignments. The three percent variation 


between the categories of schools offering high school 


instruction, is related to the inclusion of private schools 
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Table 4 


Oe 


Number of Schools by Category 


Dept of Edn* sample 
f I, f I, 

Elementary- based 

Instruction 615 42.4 143 43.7 
Grades 8 or 9 

Highest Level 504 34.8 gk) 36.4 
High School (Grades 

10-12 Highest Level) 330 2208 65 19.9 

Poets THU9 a2 7 


7 SOUrce: school and’ feacher Statistics, —(976-77. 
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in the Provincial figures. Private schools, which have been 
omitted from this study, generally provide some high school 

instruction. The sample would appear to approximate closely 
miee Proyineial Ticures., Tnereiore, On, the Variable, admini- 
Strative assignment, the sample used in the study appears to 
be quite representative of principals in the Province of 


PL OGIGa.. 


PERSONAL CHARACTERISTICS 


The frequency and distribution of personal character- 


istics of respondents are reported in Table 5. 


Age 


Approximately forty-three percent were under 40 years, 
thirty-three percent were 40-49, and twenty-four percent were 


50 and over. 


The ratio of males to females was approximately 9 
to 1. Of the respondents, 90.8 percent were males, and 9.2 


percent were females. 


Locus of Control 
Locus of Control was measured with Rotter's (1966) 
instrument. Usable returns were received from 316 principals. 


The internal-external score was assessed for each respondent, 
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Table 5 


Frequency and Percentage Distribution of 
Personal Characteristics of Respondents 


Characteristics Total 
Me 
Age 
Under 40 142 43,4 
Lo-49 108 33.0 
50 and over 77 23.6 
Sex 
Female 30 9.2 
Male 297 90.8 
Locus of Control (N= 316) 
Median Split 
Internal 163 54.6 
External ho L8 ub 


standard Deviation Split 


Internal 39 Fee3 
Intermediate A20 V aed 
External hg 1.5 
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with 0 representing maximum internality and 23 maximum 
externality. Scores ranged from 0 to 20 with the mean, 6.62, 
anc tne standard deviacwaone oy fe To facili tate: turther 
analyses, the group was divided using 

(a) the method of Rotter (1966), Median Split, and 


(5) the method of Runyon (1973), Standard Deviation Syeh es Grr 


Median split. The group was split at the Median, 6.4, 
so that there were.163 in the Internal category and 153 in 


the External. 


Standard deviation split. Runyon (1973) developed 


three categories in the following manner: Internal, one 
standard deviation below the mean, External, one standard 
deviation above the mean, and Intermediate, between one 
Standard deviation above and below the mean. Each respondent 
was placed in one of three categories. The Internal category, 
with a range of 0-2 and mean of 1.49, contained 39 respond- 
ents; the External group, with a range of 11-20 and mean of 
13.08, contained 49 respondents; and the Intermediate group, 
with a range of 3-10 and mean of 6.11, contained 228 respond- 


ents. 
SOC GA; (CHARACTERISTICS 


The frequency and distribution of social character- 


istics of respondents are reported in Tables 6 and 7. 
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Table 7 


Frequency and Percentage Distribution of 
Social Characteristics of Respondents 


Characteristics Novas. 


N = 327 


Community Setting 
Cry sings Ab 46.2 
Rural 92 Aaresl 


Town 84 RS. dg 
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Marital Status 
Approximately 93 percent of the respondents were 
married. Of the thirty female principals, 60 percent were 


married’ as compared with 96.3 percent of male principals. 


Employment Status of Spouse 

In the sample, approximately one third of the 
respondents indicated that their spouse worked full-time. 
Just over half ofthese respondents, 55.6 percent, reported 


that their spouse was an educator. 


Community Setting 

The respondents were located in communities which 
range from major cities, small cities, counties, semi~rural 
Smal tows tO ,eMmote wurst dieivicis. From Table 7, it can 
be noted that approximately 46.2 percent of respondents 
indicated that the community setting of their school was 
Cel. werle so. percent stated “rural end 25.7 percent 


BGO WI 
PROFESSIONAL CHARACTERISTICS 


The frequency and distribution of professional 


characteristics of respondents are reported in Tables 8 and 9. 


Number of Years of Administrative Experience 


Respondents indicated the number of years of admini- 
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Table 6 


Frequency and Percentage Distribution of Professional 
Characteristics of Respondents - Years of 
Administrative Experience 


Number 

ene Present School Present System Career 

Years 3 Io i Ip Bm Io 
ih 81 24.8 50 ‘Sori, 42 1270 
2-4 DALY B5.o 90 24> ue 2365 
= (ps Pens 25 28.4 90 275 
10° —S9 SA 15.9 Ct CABS 86 26.3 
20+ 4, PZ if: ee 32 9.8 
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Table 9 


Frequency and Percentage Distribution of 
Professional Characteristics of Respondents 


Characteristics cy I 


Highest Attained Level of 
Formal Education 


a) Years of Post-Secondary 


Education 

4 years 126 S 
5 years 89 27% 
6 years 110 psi 


b) Graduate Courses in 
Educational Adminietration 


No graduate courses 128 39 
Some graduate courses 95 29. 
Diploma 56 7 
Master's Degree and Ph.D. 48 14 


Involvement in Professional 
and Community Activities 


a) Sponsored by Council on 
school Administration 


Q £05 yar 
1 79 2H. 
fe 84 25 
3400 shore 59 13. 
b) Membership in Community 

Organizations 

1 - 3 L5s 48, 
4 - 6 14.3 13, 
nt and 26 8 
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strative experience for their career, the present school 
and present employing system. Categories were 1 year, 2-4 
years, 5-9 years, 10-19 years and 20 and more years. The 
frequency and distribution of respondents by experience are 


reported in Table 8. 


Present school experience. Almost a quarter of 


respondents, 24.8 percent, were in their first year as 
DEinecipal-ot- tielR-present..school. “Ofethis group of 81 
respondents, 42 were in their first appointment as a princi- 
pal while 39 were in their first year of a new appointment. 
Respondents who had been in their present school more than 
one year but less than five years, comprised the most 
frequently reported category and accounted for 35.8 percent 
of the sample. In’all, 60.6 percent of principals were in 
their first-five years of employment in ™thetr "present school. 
Of other respondents, 22.3 percent had five years but not 
more than ten years in their present school, 15.9 percent 
had between ten and nineteen years and 1.2 percent had been 


in their present schools twenty and more years. 


Experience in present employing system. Of all 


respondents, 15.3 percent were in their first year in their 
present jurisdiction, while 42.8 percent were in their first 
five years. Of the remaining respondents, 28.4 percent had 
been with their present jurisdiction from five to nine years, 


23.5 percent for ten to nineteen years, and 5.2 percent 
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twenty and more years. 


Career experience. Total experience in administration 
of the respondents was as following: one year, 12.8 percent; 
WOmnOn TOUr yearss) 25, 5epereceniiv. five to.nine years,)27-5 
percent; ten to nineteen years, 26.3 percent; and twenty and 


more years, 9.8 percent. 


Highest Attained Level of Formal Education 


Two measures were used to ascertain highest attained 
level of formal education: 
{a) number of completed years of post-secondary education 
as assessed for salary purposes. 
(bob) number of graduate courses completed in Educational 
Administration. 
The frequency and distribution of respondents is reported in 


Table 9. 


Years of post-secondary education. The years of post- 


secondary education for principals in Alberta was four years, 
S0.en percent; fave years, 27 2 spercents) andasix vyears,.33.6 


percent. 


Graduate courses: in. educational administration... of 
all respondents, 60.9 percent have reported the completion 
oe formalycoursceien Baucational..Administrataon. Of these, 


14.7 percent have achieved a Master's Degree in Educational 
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Administration or higher, 17.1 percent have earned a Diploma 
in Educational Administration, and 29.1 percent have taken 
some graduate courses in Educational Administration, either 
as part of a Master's Degree in another area or as the 
commencement of graduate studies. The remainder, 39.1 
percent, have taken no graduate courses in Educational 


Administration. 


Involvement in Professional and Community Activities 


Two measures have been used to ascertain the amount 
of involvement by respondents in professional and community 
activities: 

(a)is participation, in activitiesi sponsored: bythe Council 
on School. Admimi stration, tand 
(ob) memberships in community organizations. 
Figures for respondents concerning their involvement are 


reported in Table 9. 


Administration-related activities. Almost a third 
of principals, 32.1 percent, have not attended any activities 
sponsored by the Council on School Administration in the past 
two years. Other respondents have indicated their involve- 
ment during this period as one activity, 24.2 percent; two 


activities, 25.7 percent: and three or more, 18.1 percent. 


Memberships in community organizations. Almost half 
of the respondents, 48.3 percent, indicated that they 
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belonged to fewer than three organizations. The reported 
involvement of respondents in four to six organizations, and 
in seven or more, was 43.7 percent and 8.0 percent respect- 


ively. 
ORGANIZATIONAL CHARACTERISTICS 


The frequencies of organizational characteristics of 


respondents are reported in Table 10. 


Present Employing Authority 


The sample contained a proportional representation 
of principals from each type of administrative unit in 
Alberta. Principals of public schools comprised 91.4 percent 
of the sample while separate school principals accounted for 
18.6 percent. The public school respondents in the sample 
were Located in Gounties,125.7 percent: City sbistricts, 25.4 
percent; School Divisions, 20.8 percent; and Rural Distvicts, 
Depeperceni ue Cal eory worovided 14.7 nercenc ct the City 
District respondents, and Edmonton, 10.7 percent. Separate 
school respondents who composed 18.6 percent of the sample, 
were located in the major cities, Calgary and Edmonton, 11.9 


percent, and in rural areas, 6.7 percent. 


Administrative Assignment 


The percentage of respondents who indicated that 


their administrative assignment was solely concerned with 
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table 10 


Frequency and Percentage of Organizational 
Characteristics of Respondents 


Towa 
Noe 
is Ze 
Present Employing Authority 
Public: Counties 84 Coie 
Gity - “Edmonton 35 Tebiedty 
(Gah eip sey CEM Rewe eats 48 14.7 
SCHOOL eu1Vvisions 68 2050 
Districts Spi 9.5 
separate: Cities 3 Cero 
Others 22 Cae 
Administrative Assignment 
Highest Grade Level 
Elementary 143 43.7 
Junior High 119 36.4 
Senior High 65 1998S 
school Size: Number of Teachers 
Small (1-4) 38 ie) 
Dy mee ly a 52.0 
Bue ey, 103 Odes 
Large (over 40) 15 4.6 
Teaching Assignment 
No 62 19.0 
Yes 265 81.0 
Amount of Teaching 
Low O - 5 hours aki 5 sens: 
Medium 5 309 Shioure 69 eicoak 
High 11 Jor more. hours 144 od 


Budget Decision Scale 
Centralized O-1 75 
Intermediate 2-3 116 3504 
Decentralized 4-5 136 1.6 
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elementary students accounted for 43.7 percent of the sample. 
Of the remainder of respondents, 36.4 percent were principals 
of schools in which one of the junior high grades was the 
highest grade and 19.8 percent were principals of schools 


Offerings Nizn- school iistruction. 


Organizational Size 


The measure for organizational size was the number of 
full-time equivalent certificated teachers in the school, 
Picluaias the Principe. and Vice-rrincipal(s). omMall schools 
with less than five teachers composed 11.6 percent of the 
sample while large schools with forty or more teachers, 
accounted for 4.6 percent. Schools with five to nineteen 
teachers comprised 52.3 percent and schools with twenty to 


thirty-nine teachers, 31.5 percent. 


Teaching Assignment 


Of all respondents, 81 percent stated they have a 
regular teaching assignment. Among respondents, 35.8 
percent who taught less than five hours per week, comprised 
the low teaching load group, 21.1 percent who taught from 
Six to ten hours composed the medium workload group, and 43.1 
percent who taught more than ten hours per week, provided 


the high workload group. 


Budget Decision Scale 


Respondents identified from a list of five budget 
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items, those for which they have submitted budget estimates 
10 Centra Ofireew Uaihe=ranse of Scores was: from 0-to 5) ‘with 
5 being the score for decentralization. On the basis of 
scores on this scale, 22.9 percent of respondents who 
submitted budget estimates on no more than one item, were 
considered to be principals in centralized school systems, 
and 41.6 percent of respondents who submitted budget esti- 
mates on four or five items, were considered to be princi- 
pals in decentralized school systems. The remaining 35.4 
percent of respondents who submitted budget estimates on 


two or three items, composed the Intermediate group. 


SUMMARY 


The personal, social, professional and organizational 
characteristics of the sample of principals were described 
in this chapter. Variables and categories outlined in the 
chapter were used for further analyses of the data in 
Chapters 5 through 7. 

Overall on personal characteristics, 43 percent of 
principals were under 40 years, and 91 percent were males. 
The mean of the group for Locus of Control was 6.62 with a 
Standardrdeviationvor 3974". For furthéer@analyses Using “hocus 
of Control, two groupings of the data were undertaken. 
Firstly, the group was split at the median into two categories; 
and secondly, the group was split into three categories with 


the cut-off points being one standard deviation above and 
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below the mean. 

An examination of the social characteristics revealed 
that 93 percent of principals were married, and that 
approximately one third of these indicated that their spouse 
worked full-time. Just over half of the spouses who worked 
full-time were employed as educators. Almost half of the 
respondents were located in the city, while the remainder 
were equally distributed between the town and rural 
categories. 

Three professional variables were employed in the 
study, educational level, experience and involvement. 
Approximately a third of respondents were grouped within 
each of the three categories of years of assessed post- 
secondary education, 4 years, 5 years and 6 years. In 
addition, approximately 60 percent of respondents had 
completed some graduate work in educational administration 
with at least half of this number having earned a graduate 
diploma or Master's Degree and higher. Approximately one 
in eight of all respondents was in the extreme career 
experience groups, of first year career experience or more 
than 20 years' career experience. A quarter of respondents 
were grouped within each of the categories, 2-4 years, 

5-9 years, and 10-19 years. On Involvement, almost Sixty 
percent of respondents had attended fewer than two activities 
sponsored by the Council on School Administration in the 

past two years while just under fifty percent had memberships 


in fewer than three community organizations. 
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Respondents were classified on five organizational 
variables. The sample was representative of tne distribution 
of principals in, the Province), of Albertayior) type of 
employing authority and administrative assignment. Approx- 
imately half of the respondents were principals of schools 
with 5-19 teachers, and thirty percent were principals of 
schools with 20-39 teachers. The sample included approx- 
imately 10 percent of principals from small schools (1-4 
teachers) and 5 percent from large schools (over 40 teachers). 
Approximately a third of the principals taught less than 
five hours per week while over forty percent taught eleven 
Or more hours per week. When categorized according to the 
Budget Decision Scale, approximately 20 percent were in 
centralized school systems and 40 percent were in decentral- 


ized school systems. 
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CHAPTER 5 


ANALYSIS OF THE DATA: WORK VARTABLES 


RELATED TO JOB SATISFACTION 


Problems presented in this chapter and in subsequent 
chapters follow the order established in the statement of 
DrOULems OU tlined  ineCnapter“is" "ain ‘this chapter, "statistical 
analyses are reported concerning the extent of overall job 
Satieiactvlonm, Ldentiricatizon or sources of overall joo 
Satirstactron’ (Problem=1)5" the extent of satastfactzon with 
Satubsraction items, the Paentitication Of satisfaction’ factors, 
Aad vie CONLYP DU TLOM OResabierac tron Tactworse =o overalInyob 
Saulsiaction (Proplem 2). 

The focus in Chapter 6 is on differences between 
BroupesOr principals classified according tO individual 
variables on overall job satisfaction and on each of the 
Savlst2ction tacpors. inehapver® 7, further=investieations 
are reported of the relationships that exist between overall 
HOD satictactLon, Savisioction tractors, ana tnaividual 


variables. 
PRUB GOS Le POVERALL JOB “SATISFACTION 
Ssub-Problem 1.1 


"To what extent do principals experience overall job 
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For analysis, the response categories were collapsed 
into a dichotomous "satisfaction/dissatisfaction" scale. 
Matcelleand Jacoby (19712657) found that the conversion of a 
multi-stepped scale to a dichotomous scale did not signifi- 
cantly reduce either reliability or validity. On each item, 
more than ninety percent of respondents indicated that they 
were Satisfied. The mean scores were found to approximate 
the value of the response category, Moderately Satisfied. 
The lowest mean was observed for the item, Use of Abilities. 
The percentage frequency distributions of responses for each 
of the four overall satisfaction items are presented in 
Table 11 which includes the percentage frequency distributions 
for the six response categories, the percentage satisfied 
(assessed by collapsing categories 4-6) and the mean score 


for each of the four items. 


Overall ‘Satrstactilon-aitemucorrelatpvons.© The four 
items of overall satisfaction were correlated with each of 
the 45 items in the Item Satisfaction Instrument. Pearson 
product-moment correlation coefficients, greater than .35 
are reported for each of the four items. All correlations 
were Significant at the .05 level. 

In descending order, the magnitude of correlations 
between Item 4, Overall Job Satisfaction and satisfaction with 
individual items, were: 

Sense of accomplishment, r = .54 


Accountability for success of school programs, r= .44 
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Responsibility of principal's position, r= .42 
Author ly Of an adminiserative position, r= .41 
Recognition by others, Eo= ~37: 

Pearson product-moment coefficients greater than .35 
between Item 1, Satisfaction with School Effectiveness, and 
Satisfaction with individual items, were: 

Attitudes of Sstarh towards curriculum change,§ r=) 2:36 

Pearson product-moment coefficients greater than .35 
between Item 2, Satisfaction with Social Relationships, and 
Satisfaction with individual items, were: 

Relationships with teachers, r= .57 

Willingness of teachers to accept principal initiated 
ehanese,> ay = 047 

Staff competence, r = .40. 

Pearson product-moment coefficients greater than .35 
between Item 3, Use of Abilities, and satisfaction with 
individual items, were: 

Sense of accomplishment, r = .45 

Responsiplia ty of position, 2 = ".40 

Freedom to allocate teaching assignment, r = .39 
Principal's actountabsala ty, pe=) .36 

Freedom to organize for individual differences, © = .38 


Freedom to seek out new ideas, r= .37. 


Sub-Problem 1.2 
"Which facets of the job are personally selected by 


principals as leading to their overall satisfaction and 
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Overall! dissatisfaction wien the job.” 

In Section E of the questionnaire, principals were 
requested to personally identify two facets of the job leading 
to their overall satisfaction and two facets leading to their 
overall dissatisfaction with the job. MThe procedures used 
in the content analysis of the responses and category 


definitions were reported in Chapter 3. 


Facets contributing to overall satisfaction. The 


five most commonly reported facets of the job contributing to 
overall satisfaction were Relationships with Teachers (30.1 
percent), Sense of Accomplishment (28.5 percent), 
Responsibility (26 percent), Interpersonal Relationships 

in the Work Environment (24.7 percent), and Autonomy (22.4 
percent). The next most frequently mentioned facets were 
Student Attitudes and Performance (16.3 percent), Challenge 
of Work (13.1 percent), Recognition and Status (9.0 percent), 
Importance of the Work (7.7 percent), Relationships with 
Parents (7.1 percent), Relationships with Central Office 

(3.5 percent), Administration and Policies (3.2 percent), 
Self-Development and Talent Utilization (2.2 percent), Pay 
and Benefits (1.9 percent), and Physical Context (1.6 
percent). The frequency and percentage distribution for 

aie Eacets identified as .contributing. to. overall satisfaction 


are reported in Table 12. 
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Table 12 


Frequency and Percentage Distribution of Facets Personally 
Identified by Respondents as Contributing Most to 
Overall Satisfaction With the Principalship 


SS SH 
Facet Frequency Percentage 

Relationships with Teachers ou Ost 
Sense of Accomplishment 89 2065 
Responsibility 81 2650 
Interpersonal Relationships in 

the Work Environment OT 2? 
Autonomy 70 22.4 
Student Attitudes and Performance ot 16.3 
Challenge of Work At UST 
Recognition and “Status 28 9.0 
Importance of the Work 24 Pach 
Relationships with Parents ee Theva 
Relationships with Central Office sles Sao 
Administration and Policies co) Ohne 
self-Development and Talent 

Uta AZatLon 7. Bae: 
Pay and Benefits 6 HES 
Physical Context 5 16 

Totals 616 


* This means that 312 of 327 respondents named one or 


more facets contributing to their overall satisfaction. 
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insights into sources of overall satisfaction. 
Respondents' comments provided further insights into sources 
eteoverall satisfaction. 

Sense of Accomplishment 

Some comments were related to a sense of accomplish- 
ment. 

A city elementary principal indicated that he felt 
"personal satisfaction in seeing a good school in operation 
and knowing that you are to a great extent responsible." 

A eCity junior Nien principal emphasized success in 
problem solving: 

The creative sense of working out a problem, 
developing strategies for implementation and 
seeing it work. 

Teachers were mentioned in principals' achievement 
statements. A city elementary principal identified: 

The feeling of satisfaction that you get when the 
Sra 7 Seoon Ten G ant scorn eeaesood Mio bmohrNormiciin 
the classroom. 

Another city elementary principal noted that his 
Satisfaction was! derived fromithe ability to maintain a 
staff which worked well together and was concerned for each 
other and the students. 

Some statements such as the following, provided by 
a town junior high principal, linked feelings of achievement 
to student success: 

A sense of satisfaction in seeing the "growth" in 
students during their three years in Junior High, 
gives me a feeling that I am, in fact, accomplishing 


something after all. 


A city elementary principal also noted that he 
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experienced "feelings of achievement at certain times such as 
when students do well in school or out-of-school activities." 
Responsibility 

A number of principals referred to the responsibility 
associated with the position. A city senior high principal 
derived his overall satisfaction from: 


Responsibility I have. If unhappy with something 
I have only myself to blame. 


A town junior-senior high principal was representative 
SOL ulose Ssatisried by the "Opportunity to structure, organize 
and develop the total operation of the school program." 
Two further examples of satisfaction with responsi- 
bility were provided in the following: 
A rural elementary principal noted that a source of 
his overall satisfaction was: 
Having the opportunity to put into operation some of 
the educational philosophy and teaching approaches 
that I have felt will be beneficial in promoting 
quality education, 
and a city elementary principal stated that his overall 
satisfaction was derived from: 
Having the authority and responsibility to effect 


changes in the educational process which are 
beneficial to both students and teachers. 


Autonomy 
Respondents emphasized freedom for independent action 
and freedom from the interference by outside authorities. 
Personal freedom featured in the comments of a town 
elementary- junior high principal: 
We are given almost complete freedom to carry out 


ideas and plans that have been discussed and agreed 
upon within our Start. 
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A town elementary principal favored: 
Limited restraints in curriculum and program 
planning - I like to make these decisions at the 
school level. 
A rural elementary school principal further commented 
on: 
Flexibility of time scheduling in making myself 
avVallavreeto assist I curriculum desien and 
professional development. 
Freedom from outside interference featured in a 
number of statements. The following, from a rural elementary 


principal is representative: 


Not too much unwarranted interference by the School 
Board in day-to-day operation of the school. 


A city senior high principal reflected the feelings 
of many respondents: 


PUsetsS"aepesici0n In which your scope of activity 
is only limited by a person's energy and imagination. 


Relationships with Teachers 
A city elementary principal derived satisfaction from 
the "high degree of professionalism demonstrated by the staff." 
A rural junior high principal added: that: 


I enjoy the companionship and educational growth 
associating with staff personnel of the school. 


Teachers as a source of satisfaction are also reflected in 
the following comments of two city elementary-junior high 
principals: 
The opportunity to work with dedicated, humanistic 
teachers. There are a great number of fine people 


in the teaching profession. 


Positive interaction with staff in a variety of 
educational and operational concerns. 
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Further, a city elementary- junior high principal 
related His source Of Gverall satisfaction to the attitudes 
of teachers: 

The co-operation of staff in carrying out activities - 


whether planned co-operatively or initiated by 
a0OmMinLs traction. 


Some principals such as one city elementary principal 
derived satisfaction from "working with staff and students 
so correct problems and plan programs.” In a Similar 
Statement, a ruraiIskK-12 principal noted that his source of 
Satisfaction was related to "co-operation of people involved 
teachers, students, parents and central office." 

A city K-9 principal noted: 

Me relatronsitp Wien etl individuals. pupils, stati, 
parents ;eadminis tration... s-usualy(podi tive cand 
Satisfying. 

A city elementary principal summed up the sources of 
satisfying feelings in this category: 

My relationship with my immediate supervisors (Central 
Office Personnel) and my relationship with staff and 
students which enables me to be of service to them 


and to assist them to meet personal and group 
expectations. 


Facets contributing to overall dissatisfaction. The 


most commonly mentioned facet personally identified by 
respondents as contributing to overall dissatisfaction, was 
Administration and Policies (44.2 percent). This category 
which was mentioned by almost a half of the respondents as 
a source of dissatisfaction was related to dissatisfaction 


with the procedures and practices of central office (18.6 
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percent), the leadership by and attitudes of the local board 
(15.5 percent), and the policies and methods of policy 
implementation (9.4 percent). A related category, Constraints 
in the Overall System of Educational Administration (18.5 
percent) contained references to policies and procedures 
beyond thes.local districitealevel. 

A second group of categories mentioned by at least 
a third of all respondents, was related.to the tasks of 
principals, and included Amount of Work (22:4 percent), 
and Challengewom Work (11.9 percent)..." "Sources of dissatis= 
faction were also associated with Relationships with Parents 
(16.8 percent), and Attitudes of Society (16.2 percent). 

Other facets mentioned by at least 2 percent of the 
respondents were Relationships with Teachers (13.9 percent), 
Physical Context (13.5 percent), Student. Attitudes and 
Performance (8.3 percent), Job-Related Stress (6.9 percent), 
Supervisory Responsibility (6.6 percent), Autonomy (6.3 
percent), Impact on Home Life (4.6 percent), and Pay and 
Benefits (2.3 percent). The frequencies and percentage 
distribution for the facets ‘crane a as COMtra bU tine Oo 


overall dissatisfaction are reported in Table 13. 


Insights intcomsources Of Overallidissatisfaction. 


The following comments by principals amplify the discussion 
Of facezs which made the most contribution. to overall dissat- 
isfaction. From all available responses, a representative 


selection has been included for eight facets. 
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Frequency and Percentage Distribution of Facets Personally 
Identified by Respondents as Contributing Most to 
Overall Dissatisfaction With the Principalship 


ONR= 3503s)" 


Facet 


Administration and Policies 
Amount of Work 


Constraints in the Overall System 
of Educational Administration 


Relationships with Parents 
Attitudes of Society 
Relationships with Teachers 
Physical Context 

Challenge of Work 

Student Attitudes and Performance 
Job-Related Stress 
Supervisory Responsibility 
Autonomy 

Impact on Home Life 

Pay and Benefits 
Recognition and Status 
Sense of Accomplishment 
self-Development and Talent 


UtyLaZacion 


Totals 


Frequency 


134 
68 


eke 


Percentage 


AM, 2 
22.4 
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* This means that 303 of 327 respondents named one or 


more facets contributing to their overall dissatis- 


faction. 
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The principals made a number of comments about 
aspects of the job which contributed to their overall 
dissatisfaction. A representative selection of the free 
responses is included. 

Administration and Policies 

Principals provided statements which identified the 
Board, Central Office personnel and district procedures and 
policsesmeasmsources: ofpdpesatiscfaction: paTheito blowing 
examples relate specifically to the Board and local Board 
members. 

Rural elementary-junior high principal: 

Apparent lack of interest by our board member in 
this eschools »Lawish rhe would)drop in and discuss 
school with me. 

City elementary-junior high principal: 

Board members who become involved in administrative 
matters. They could serve a more useful purpose 
dealing with policy matters. 

Board procedures were noted in the following examples: 

Rural elementary principal: 

Having to comply with questionable board policies 
without having the opportunity to provide input 
in the formulation of these policies. 

Town elementary principal: 

School Board high handedness in decision-making. 
They do not request nor want advice from the 
people they employ. 

A city elementary principal criticized: 

The growing trend toward withdrawal of the autonomy 
enjoyed by individual schools and principals, and 


the centralization of the powers of decision-making 
at the district ‘office: level. 
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The Superintendent's actions were featured as a 
source of overall dissatisfaction in some statements. 
Town senior high principal: 
Lack of leadership by some superintendents because 
of poor or weak practical background. MTwo years 
experience as an elementary school teacher plus a 
master's degree in educational administration does 
not make an educational leader. 


Gity* junLor high principal: 


A superintendent who pays attention to complaints 
phoned in by anonymous adults. 


City elementary-junior high principal: 
senior administration has had to expend so much 


energy with the elected board that they have no 
time tror us out in ‘the field. 


Some respondents related their dissatisfaction to 
changes brought about by central office personnel. 
City sunior nich principal: 
The changes in philosophy and aims of education or 
in school system policy which occur when central 
office administrators change. Sometimes younger 
people come into such positions and they insist 
on heading into disasters which more experienced 
people would avoid. 
Dissatisfaction with central office procedures was reflected 
in the following statements. 
Ca ty. Senior high principal: 
Very little feedback on the job I am doing. 
City elementary-junior high principal: 
Lack of proper communication with central office - 
little or no consultation yet decisions made which 


withdraw a tremendous amount of administrative time, 


teaching and clerical energies from daily teaching 
le 
tasks. 
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City elementary principal: 


To be evaluated by people who do not understand 
children and have never taught elementary grades. 


Constraints in the Overall System of Educational Administration 


A number of principals referred to aspects of the 
educational system as sources of dissatisfaction. 


A rural K-i2 principal described as his source of 


Overall dissatisfaction: 


The apparent indecisiveness of governments at all 
levels to take a positive stand towards education, 
i.e. by setting goals and objectives. 


In the following two examples, financial restraints 
were related to dissatisfaction in a number of statements. 
A rural K-12 principal: 


Lack of financial support from provincial government, 
percentage spending on education reduced since 1970. 


Town elementary principal: 


The lack of money available to education in general 
leads to staff frustration and larger teacher-pupil 
Pastas 


Teacher preparation provides an example of a number 
of educational practices that were identified as sources 
contributing to overall dissatisfaction. 

A City junmLor high principal stated that: 

Teacher preparation for new teachers is totally 
inadequate. They either have inborn abilities 

or none to speak of. The principal spends too 
much time with the incompetent first year teachers. 


Obviously, preparation for teaching must be given 
more attention. 


The Challenge of Work and Amount of Work 


Many principals described some aspects of their 


work as sources of dissatisfaction. 
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City elementary principal: 
Satisfying the bureaucratic demands of a large system, 
e.g. data processing requirements, attendance forms, 
questionnaires, etc. 

City elementary-junior high principal: 
Continuous escalation of "paper work" which tends to 
make the principal more of a business manager than 
an educational leader. 

City elementary-junior high principal: 
The increasing time-consuming activities of a business 
manager. The expectation that principals should be 
educational leaders is becoming a rather large farce. 


The amount of teaching load was a source of dissatis- 


faCti Ones tO ssomewovincipals. 


Town elementary- junior high principal: 


The Situation that exists when the principal must 
assume assigned teaching duties - the conflict 
between operating in these two roles is overwhelming. 


Rural elementary-junior high principal: 


Insufficient time provided for overall-supervision 
of the school program. I teach over 80% of the time, 
making it impossible to supervise and assist teachers 
as much as would be ideal. 


Town elementary principal: 
The principalship of a small school is very demanding 
in, terms of allocated time to instruction of pupils, 
preparation, supervision of instruction, administrative 
tasks, etc. 
Other comments relate specifically to job demands. 
Town elementary- junior high principal: 
The additional little tasks that are expected by the 


Board, the teachers and students, and the community. 
There are not enough hours in a day. 
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City elementary principal: 
The continually increasing workload and degree of 
responsibility, without corresponding increases in 
available human resources. 
Relationships with Teachers 
The unfavorable and uncooperative attitudes of 
teachers were sources of dissatisfaction for some principals. 
Rural elementary-junior high principal: 
Attitudes of some teachers which causes them to view 
all administrators and administrative suggestions with 
suspicion or open opposition. 


City Juntor=senior nigh principal: 


Teachers' unwillingness to take on tasks not related 
directry to. ““nelir- classroom teaching. 


Rural elementary principal: 

An increase of teachers who no Longer look at 
teaching as a profession demanding some dedication 
and responsibility. It has become a “job" from 
OL OGe= to. o 0. lism oype: Of teacher 2a didi rout to 
work with. 

Relationships with Parents 

Three examples of dissatisfaction resulting from 

parent relationships follow. 

Rural elementary-junior high principal: 
Frequency of parental complaints, generally well- 
impentioned: Dut Or a trivial nature; and parent 
complacency with serious educational concerns. 

City elementary principal: 

A large group of parents are apathetic as to what 
goes on in the school. The few parents who are 
interested concern themselves with petty little 
things which waste administrative time and energy. 


Rural elementary-junior high principal: 


Frustrations which occasionally occur when parental 
co-operation is nil. 
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Attitudes of Society 
Many principals expressed dissatisfaction with the 
attitudes of society towards education and teachers. 
Ruymal (K-i2. senool@principal: 
The negative attitudes of society to education - the 
constant criticisms of education which influence the 
attitudes of students and teachers in a negative way. 
City elementary principal: 
The expectations that the public have of the principal, 
i.e., they expect that one should be available at any 
time. 
City elementary-junior high principal: 
Derogatory comments on education written by unrealistic 


individuals and capitalized upon by the media as 
sensationalism. - Constructive (criticism is=good. 


Physical Context 

A number of respondents referred to the lack of support 
staff, the absence of essential materials and the inadequacy 
of the buildings. 

Town elementary- junior high principal: 


We need more staff, more equipment, greater access to 
Consul Gages in special education, testing, ete. 


Town senior high principal: 
The human resources are here. The lack of adequate 
physical facilities for science, band, drama, 


physical education, extra-curricular activities 
mean a loss of efficiency which is frustrating. 


Contr DUtLOne Otet acetse to Overalivsatictaction and 
eoverald- dissatisfaction. An analysis..was.undertaken to 
determine the relative: contribution. of each facet. to. both 


overall) Satistaction ana overall dissatisfaction. The 
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Binomial Test (Siegel, 1956:36) was used to measure the 
probability of obtaining the observed results. No statisti- 
cally significant differences between the contribution of a 
variable to either overall satisfaction and overall dissatis- 
faction were obtained at the .05 level for five categories, 
Challenge of Work, Student Attitudes and Performance, Pay 
and Benefits, Self-Development and Talent Utilization, and 
Relationships with Central Office. Of the remaining 

fifteen facets, seven contributed more to overall satis- 
faction than overall dissatisfaction. Table 14 presents a 
comparison of each item, distinguishing between its 
CONtTGIDULLON to Overall satisfaction andsoverall dissatia= 
faction. The two categories which figured most prominently 
in principals' responses were Administration and Policies, 
which was a source of overall dissatisfaction and Relation- 
ships with Teachers which contributed to both overall 
Satistaction.and overall dissatisfaction. In contrast to the 
tenets of the two-factor theory, two categories, Relationships 
with Teachers, and Interpersonal Relationships in the Work 
environment contributed more to overall satisfaction than 
overall dissatisfaction. 

Two additional analyses of the data were undertaken to 
assess the relative contribution of facets to overall 
Satisfaction or dissatisfaction. Data were grouped to form 
two factors, Motivator and Hygiene, in one analysis, and 
tiree Tactors,. intrinsic, interpersonal and Extrinsic, in the 


other. 
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Table 14 


Frequency and Percentage of Each Facet Contributing to 
Overall Satisfaction and Dissatisfaction 


Frequency of Mention 


As a As a 
Facet Satisfier Dissatisfier 
(Nes ole re Ch =e Go) 2 
Hf Te i b 
Relationships with Teachers O4 sons 12 13.9 
Sense of Accomplishment &9 25.55 3) De A7. 
Responsibility 81 20.0 20 Sirds 
Interpersonal Relationships b 
in the Work Environment ay, 24.75 bs es 
Autonomy 70 22a 19 6.3 
Student Attitudes and 
Performance it 16.5 25 8.3 
Challenge of Work Ad LS 36 eee 
Recognition and Status 28 9.0 5 hit 
Importance of the Work 2u he a - 
Relationships with Central 
Office bal 295 = 2 
self-Development and Talent 
Ut Page aon v) Bee 2 Ora 
Administration and Policies 10 Se 134 4 27 
Amount of Work = - 68 Caraee 
Constraints in Overall System ‘ 
Ooi Edni Administration = 3 56 18.5, 
Relationships with Parents Ze fre al 16.8, 
Attitudes of Society = = LQ 16.2 
Physical Context E 4.0 44 MG 
Job-Related Stress - - et bon 
Impact on Home Life ~ - 14 46° 
Pay and Benefits 6 dae ? eee 
Totals 616 595 


a This means that 312 and 303 of the 327 respondents 
named one or more facets contributing to their overall 
Satisfaction or dissatisfaction respectively. 


b Differences of percentages between facet's recognition 
as a satisfier and a dissatisfier were statistically 
Siegen tucen trai J05 devel. 


c Differences of percentages between facet's recognition 
as a satisfier and a dissatisfier were statistically 
Significant at .05 level. However, because these com- 
pare frequencies of less than 10 percent with zero 
percent, the results require cautious interpretation. 
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iueie 2apeuietawyele  catesories 1,92, 3, 4, 5,6, 
7, 8, and 21 (see Chapter 3) were grouped as a Motivator 
factor (Herzberg et al., 1959) while the remainder composed 
a Hygiene factor. The relationship between the two factors 
tae Ne reconutri Duc uen, bo) sawistaction and: dissatisfaction 
was tested using the chi square statistic. As presented in 
Table 15, a chi square value of 178.18 was obtained which was 
Slenificant beyond the .01 level. To examine the strength of 
Phesrelavlonsnip.) a Pai, coefficient of 7.38. wae calculated. 
This statistic suggests that the relationship was in the 
medium-high range in. terms of strength (Guilford & Fruchter, 
1975, Schmidt, 1976)..'™Ihe Motivator factor contributed more 
LO OvVerain Satistfactions than. overall. dissatisfaction, while 
the Hygiene factor contributed more to overall satisfaction 
than overall dissatisfaction. 

The data were regrouped to form an Interpersonal 
Factor that included all facets dealing with relationships 
with significant others. The Interpersonal Factor was 
pompOsed wot Cate@ortes 9,910, "11, 12. 13, and) a4 “(Chapter 3) 
while categories 15 through 20 comprised an Extrinsic Factor. 
Ties Inivinsic Pactor and Herzbere’s Movilveatom Factor of the 
previous analysis were identical and contained the same 
categories. The results of the analysis are shown in 
Table 16. A chi square value of 400.42 was significant below 
the .01 level. A contingency coefficient of .50 was 
calculated to test this relationship. DuBois (1965:38) 


poserveo. that 2n a 3) 2% 2 table, C has a: maximum value of .707. 
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The correlation value of .50 was in the high range in terms 
Siretrengin.» BothPintransic andeinterpersonalafactors 
contributed more to overall satisfaction than overall 
dissatisfaction while the Extrinsic factor contributed more 
to overall dissatisfaction than overall satisfaction. The 
inteias Lemmactory contri bu vedamorer tovoveraite satisfaction but 


less to overall dissatisfaction than the Interpersonal factor. 


sub-Problem 1.3 

"To what extent do facets of the job personally 
Selected by principals as leading to their overall satis- 
Caca20n and theirseoveralindissatisfaction;sevary inirelation 


$O Principals! characteristics?" 


Data provided by respondents in which they personally 
identified sources of their overall satisfaction and overall 
dissatisfaction were grouped for analysis in this Sub-Problem 
into Motivator and Hygiene factors using the combinations 
of categories described in Sub-Problem 1.2. In Sub-Problem 
1.3, an attempt has been made to ascertain if the two factors 
of the Motivation-Hygiene Theory vary with personal, social 
professional and organizational variables in their contri- 
busionttomoverall esatisfaction.-onvoveralindissatisfaction: 

In each analysis, the chi square has been computed to 
determine statistical significance, and the Phi coefficient 
or Contingency coefficient calculated to index the strength 


of the association between the variables. 
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Chi square tests disclosed that there were Significant 
differences among the groups on seven of the variables. 
Differences on two of these, type of employing authority and 
career experience, were related to the choice of factors 
contributing to satisfaction, while differences on five 
others, community setting, sex, organizational size, marital 
status, and Locus of Control were related to the choice of 
Pactors contributing to dissatisfaction. Reported in Tables 
17 and 18, are the’results of inter-group comparisons for 
Six of the variables (with the exception of Locus of Control) 
on which significant differences were obtained. These tables 
contain the frequencies and percentages for the two-factors 
in their contribution to either satisfaction or dissatis- 
Paciaon, Gichissquere. Statistic and probability, andia 
measurement of the association between the variables (Phi 
GOct#iciens or Contingency coefficient). dn each case, the 
computed chi square was significant beyond .05 level, but the 
relationship between the demographic variables and choice of 
two-factors was in the low range in terms of strength. 

On VLocus of Control, chi square tests of significance 
revealed that there were no statistically significant 
differences among the Internal group, the External group and 
the Intermediate group on the contribution of Motivator and 
Hygiene factors to overall satisfaction. However, sstatisti- 
cally significant differences were found between the Internal 
group in comparison with both the Intermediate and External 


groups in personal identification of Motivator and Hygiene 
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Pastors sCOontripu tine ito overall) dissatisfaction» with ‘the job. 
No difference was found between the External group and the 
Intermediate group. On only one category was there a 
difference between the Internal, the Intermediate and the 
External groups with a range of more than 10 percent. MThis 
category, Administration and Policies, was selected as a 
source of dissatisfaction by 59 percent of the Internal group, 
which was higher than 40.2 percent of the Intermediate group 
and 49 percent of the External group. 

In comparing the Internal and External groups, 8.6 
percent of the Internal group identified Motivator factors 
acs Conturipubime DO their overall dissatisfaction whereas 25.5 
pereeniu Of the External group did likewise.-- There is a 
tendency for the Internal group to focus almost entirely on 
Hygiene factors as sources of dissatisfaction while the 
External group identify Motivator factors more frequently as 
sources of their dissatisfaction. Table 19 presents the 
comparison between the Internal, and the External groups, 
thew cha ‘square Statistic, the associated probabiiity and 


the associated Phi coefficient. 
PROBLEM 2: ITEM SATISFACTION 
sub-Problem 2.1 


Mahiech items for the. job contribute] to principals!’ job 


satisfaction? 
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Data uSed in the assessment of the extent of item 
Saureractlon and an “the determination of satisfaction factors 
were Obtained from responses to the 45 items included in 


the questionnaire in “Section D, Item Satisfaction. 


Overall Distribution of Responses to Satisfaction Items 


The response categories for each of the 45 items 
were collapsed to a dichotomous "satisfaction/dissatisfaction" 
scale. Table 20 presents the 11 items for which more than 
90 percent of respondents indicated that they were satisfied. 


The percentage satisfied with remaining items was: 


between 80-89 percent satisfied - 14 items 
between 70-79 percent satisfied - 11 items 
between 60-69 percent satisfied - 5 items 


between 50-59 percent satisfied - 3 items 
44 percent satisfied - 1 item. 
The percentage frequency distribution for the six response 
categories, the percentage satisfied (assessed by collapsing 
categories 4.6) and the mean score for each of the forty-five 
items, aré included.in Appendix C. The two items with the 
highest mean satisfaction levels involved relationships with 
teachers and students, while the lowest mean satisfaction 
level related to consultation between the board and teachers 


concerning working conditions. 


Pacuor analysis Of the item satisfaction instrument. 


The data were factor analyzed, using varimax rotation (Harman, 
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1960) and an eight factor solution provided the greatest 
degree of meaning. Table 21 contains the factors and factor 
loadings for the 45 items. For each factor, those items with 
loadings of .40 and greater have been used in factor 
interpretation. Two items, Your sense of accomplishment, 

and Your physical working conditions, loaded on more than one 
factor while another two items, Opportunities for useful 
in-service education for you, and Provision of custodial and 
maintenance services for your school, did not load at or above 
the .40 level on any of the eight factors. The eight factor 
Ssolutzon accounted for 56.537 percent of total yariarice. 

The eight factors are described below: 

Factor 1. Liaison at District Level related to the 
interface between the principal and district administration. 
The principal's attitudes towards central office are related 
to his participation in the development of district policies 
and his reaction to procedures adopted for district policy 
implementation. A realistic appraisal of the nature of the 
principalship and an understanding of the problems facing 
principals foster the relationships between principals, and 


the poard snd “centrairorrice? 


Factor 2. Principal-Teacher Work Involvement refers 
to the interaction in the work environment between the 
principal and teachers. The co-operative attitudes of 
teachers, the quality of their services and interpersonal 


relationships with the principal are the main features of 
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work interaction. 


Factor 3. Responsibility and Autonomy related to 
Bie Neawure Of wUle principal's work in’the school. * Asan 
educational leader, he has opportunity for independent action 
which affects the instructional program of the school. The 
GQaracterlstics Of the posi tion include authority, 


responsibility and “accountability. 


Pactor 4, status Recognition is associated with the 
occupational status and prestige of the principalship. The 
principal has achieved a position of prestige in the commun- 
ity and is recognized by others, including parents and 


members of other professions. 


Factor 5. Task Demands relates to the workload of 
ane’ principal, and to" the nature of the job he’ performs. 
The principal's job feelings are associated with his per- 
ceptions of the balance both between the professional and 
Managerial aspects of his work, and with the amount of 
variety he experiences in his job. The time taken to 
complete the various job activities may require that 
additional amount of time be provided outside of school hours 


and at the expense of personal and family life. 


Pactor oO. calary and Benefite’ refers’ to “the 


compensation available on the job - retirement benefits, 


‘ 6.4 a7 0 eS, De >) a 7 
: 7 7 nA - fy G Fi = vu : 2 ane 
r mae as : i » 7 : j ) J 
iio. 5 A ig, ae 
: : : e ' 7 


Ha aie sorta 


' My v .) 


t¥ 7 . j i 
at Bez wien yon 7 ; PREY 


Ss 2 At ath” i he t ye 7 ath 
noi> Theor esirih wor ere Baa *. th i 


woo oct De Gaeeeay ee 2 
par bre fans mn 28g ane 20 

rh J 
wu ahatiareoue in aT 


tu ea kinarg “es mist ete Lanok 


Li ne 
probtia 1s. Seveirtes nies Legian 
aserso “a bialna hows a 
poolbes org Stare 10% 
petaicr, aber SHAE wel Se hy 


iy | eA “Zt eta as sar OF Sims Sig hort 
neil ome , agents 


a. ; 
oe fgagutecs ATU sonetae ney . *¥O ans “we 7 


un 


oa 
it fb Sng wae 8d 10) et oegee cobs ae 


| err 
iy off .o@el ela al cusmésanges ed. yal 


oN 

ess ven tokfPiviges. dot svoidar 6h) ere, 
iat Y 

upd foodae Sc ebieolo DARigmE ae emi te svat bi 


t yitaet Taia > =o diac 


apy 


AP os eintire saihedete a cand 
we trae + Samah 84 ae cal 


_ ois ' iJ rir ; 
oe L a ee : 


135 


sabbatical leave, salary and sick leave. 


Factor 7. Resource Adequacy is related to the 


adequacy, andiavailabidity, of stati, facilities: and. materials. 


Pactoryo.. Rapport; with. Students, reflects, the 
principal's relationships with students and an evaluation of 
the interaction between students and teachers in the school 


environment. 


sub-Problem 2.2 
MWhich Satistactiom factors are the best! predictors 


DpemCveraish joObscatisrac tron 7” 


Eight factors were identified in Sub-Problem 2.1, 
Liaison at District Level, Principal-Teacher Work Involvement, 
Responsibility and Autonomy, Status Recognition, Task 
Demands, Salary and Benefits, Resource Adequacy, and 
Rapport with Students. These eight variables were used in 
stepwise regression analysis to determine the best predictors 
Of “the, emistenion varwable,..overall. job .satiefaction. | The 
results of this analysis, ane. summarized in, Table. 22... This 
Ga Oise iS OWS: sce. Cis beri On. variable... .0 vernal a job, Satistaction, 
the eight predictor variables, the significance of the 
predictor variables, the percentage of variance accounted 
for by each predictor variable, and the cumulative percent- 


age of variance accounted for by each predictor variable. 
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The best predictor of overall job satisfaction, as shown in 
Table 22, was Responsibility and Autonomy. However, it 

was associated with only 11.04 percent of the variance 

in overall job satisfaction. When combined with Principal- 
Teacher Work Involvement, the two variables in combination 
were associated with 19.59 percent of the variance. These 
two variables together with other significant predictor 
varvables (p*<..05), biaicgon at District, Level, Task 
Demands, and Status Recognition, accounted for 30.56 


percent of the variance. 


SUMMARY 


ProplemPitirelated to sthe extent orPoverall job 
Satlspaction and the tsources of overall jop satisfaction. 
In the first analysis, more than 90 percent of respondents 
indicated that they were satisfied on each item of the 
Overall Satisfaction Instrument. Respondents personally 
identified facets of the job leading to their overall 
satisfaction and overall dissatisfaction. Findings related 
to the analysis of the responses were as follows: 

(1) the most commonly reported facets contributing to 
Overall satisfaction were associated with Relationships 
with Teachers, Responsibility and Autonomy, and Sense of 
Accomplishment, 

(2) the most commonly reported facets contributing to 


na 


Overall dissatisfaction were Administration and Policies, 
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Amount of Work, Constraints in the Overall System of 
Educational Administration, Relationships with Parents, and 
Attitudes of Society, 

(3) seven facets contributed more to overall satisfaction 
than overall dissatisfaction, eight factors contributed more 
to overall dissatisfaction than overall satisfaction while 
Pivetuso O00 Clilet cients lCantuLly Lm; their concuricutLon to 
eitner Overall satisfaction or overall dissatisfaction, 

(4) two facets dealing almost entirely with relationships 
With teachers, were found to contribute more to overall 
Paetcoracylon than Cveral. dissatisfaction, 

(5) the Motivator factor contributed more to overall 
satisfaction than overall dissatisfaction, while the Hygiene 
factor contributed more to overall dissatisfaction than 
Overall satisfaction, 

(6) group differences were found for seven individual 
variables on the extent to which Motivator and Hygiene 
PactOre COntri buted) to overall satisfaction om overall 
Pisce tlsiactLON: 

Problem 2 related to the extent of satisfaction with 
Beulcracstion items, the determination of Satisfaction factors 
and the contribution of satisfaction, factors to overall job 
satisfaction. Item analysis indicated that on only one 
variable were more than fifty percent of respondents dis- 
SGtietied, For 25 items, more than 80 pereent of ali 
respondents indicated that they were satisfied. 


Right satisfaction factors resulted from the Factor 
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Analysis of the Facet Satisfaction Instrument. The eight 
factors were labelled, Liaison at District Level, Principal- 
Teacher Work Involvement, Responsibility and Autonomy, Status 
Recognition, Task Demands, Salary and Benefits, Resource 
Adequacy, and Rapport with Students. A stepwise regression 
analysis indicated that five of the eight factors were 

Sion ican predictors, of -Overall, job: Satistaction. .» The 
first precictor,. Responsibility and Autonomy. accounted. for 
Wisuemores (nan One Toirduwor (the total varvance.. ‘ine 
cumulative percentage of variance accounted for by the five 


predictors was 30.56 percent. 


any loth “a beth e é: 


se 
a  - 
pel Sve 2 


mh! 


& . erteyak Demy ee 
neh ome ne aA ni i 
aon. we lwqelm, AY vet oabuihe Ap dw TER 


sabred én) ctemeve so. oven 


sv i) 1 ’ 


ee) * ie: ue aol i 
oe) hy 


pee | ee 


‘a Ce 


5 oe 


at fiphe, att Se. evlt 740 


em oy Ok witis: cocigal ie 
sainaye feees wae 20. Bskae ont“ 
totigaes @bAhsrey. 2S oye toons, ey 
Fast ton Denk asw Bs 


a5 ve 


gig 


' 


inl at) i a 
aid oa | 


7 

& 
er 
Ava | 


i : 


CHAPTER 6 


ANALYSIS OF THE DATA: INDIVIDUAL VARIABLES 


RELATED TO JOB SATISFACTION 


Chapter 6 contains the various analyses performed on 
the data for Problems 3 and 4. These investigated differences 
between groups classified on personal, social, professional 
and organizational variables, in the extent of overall job 
Satis actionwand satistaction with=factors ofethnersob: 

Groups used in the analyses were reported for each individual 
Varbable in Chapter 4. The overall job satisfaction scores 
and satisfaction factor scores of respondents were obtained 
as follows: 

(1) the individual's score on Item 4 of the Overall 
satisfaction Instrument was used as the measure of overall 
jobwseati sfactLon; 

(jieeinewind vidual ishscoreton leach ofithe eight factors 
\derived fromiactorsAnaliysis of the Item '’Satisfaction 
Instrument) was computed with the Factor Scores program. 

This program weights the individual's score on a particular 
item by the loading that the item has on the factor for which 
the score is being calculated. The mean for each factor was 
eeCtatizerosand ithe standard deviatroneatecnen TWAnalysis of 
variance using either the t Test for two groups or an F Test 
followed by a Scheffe Multiple Comparison of Means for three 


or more groups, determined whether the variation from the 
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mean for each group of scores was sufficiently great to be 
Statistically significant. Differences between means were 
judged to be statistically significant beyond .05 level of 
probability. The .10 level was employed in using the Scheffe 


procedure (Ferguson, 1971:271). 


PROBLEM 3: OVERALL JOB SATISFACTION AND PRINCIPALS' 


CHARACTERISTICS 


"To what extent are differences in the level of 
Overall job satisfaction of principals associated with 


personal, social, professional and organizational variables?" 


Sub-Problem 3.1: Personal Variables 

Age. With respect to age, the F value of 3.70 with 
an associated probability of .03 indicated that the differences 
between the means were statistically significant. The Under 
40 years group mean, 4.89, was significantly lower than that 
of both the 40-49 years group, 5.15, and the 50 years and 
Over group, 5.18. Thus, younger principals were less satis- 
fied with their job in all its aspects than were older 
principals. The results of the analysis of variance of over- 
all job satisfaction scores between groups and the Scheffe 


multiple comparison of means, are contained in Table 23. 


Sex. With respect to sex, analysis of variance 


indicated no statistically significant differences between 
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tieweroups on Overall) job Satisfaction. 


BOcuS. Of) Con trot. Mhene wereino® sienificantidiff- 
erences on overall job satisfaction between the Internal and 
External group categorized by the median split. However, 

a Statistically significant difference was revealed when the 

internal and External groups formed by the standard deviation 

Split were compared. The Internal group scored significantly 

higher on overall job satisfaction than the External group. 

peat avuerc laa ndi catessermor overall Hobnsatiusiaction,, loverral's 

Hades Mean score tof) 5.1210 and’ External’s,,. avmean ‘score iotatads6. 
S 


The difference was statistically significant beyond the .05 


level. 


Table 24 


Differences in Overall Job Satisfaction between Principals 
Classified as Internal and External Locus of Control 
(Stendands Deviationms plist) 


Locus of Mean O.S. Standard 

Control Number score Deviation OD.F. t p 
Internal 39 Deed Oasis 86 2206 ~O4* 
External Lg PAS Tee 


* Modified by Welch T Prime Adjustment of t Tests. 
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Sub-Problem 3.2: Social Variables 

Marital status, employment status of spouse and 
community setting. Analysis of variance indicated no 
Significant differences on overall job satisfaction between 
groups for marital status, employment status of spouse and 


community setting. 


Sub-Problem 3.3: Professional Variables 


Career experience. Career experience as a principal 
was selected as the measure of experience because of the high 
inter-correlation with other experience variables. Pearson 
product-moment correlation coefficients between career 
experience and experience in present school, and career 
experience in present jurisdiction indicated a close and 
Statistically significant relationship. The values are: 
career experience with experience in present school, .70, 
and career experience with experience in present jurisdiction, 
"OD x 

Tie; probability of e001 of Obtaining an F ratio. of 
4.71 indicated that at least one significant difference on 
overall job satisfaction occurred between the pairs of means 
of groups on career experience. Further inspection of the 
Scheffe test revealed that the mean of principals with 
10-19 years' experience, 5.33, was Significantly higher than 
that of principals with 2-4 years' experience, 4.77. Table 
25 presents the differences between groups on career experi- 


ence. This result indicated that principals with 10-19 
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years' experience were more satisfied with their job in all 


its aspects than were principals with 2-4 years' experience. 


Educational level, and involvement in professional 
and community activities. No statistically significant 
differences on overall job satisfaction were indicated by 
analyses of variance between groups on educational level, 
measured by the number of years of post-secondary education 
and graduate work in educational administration, or on 


involvement in professional and community activities. 


Sub-Problem 3.4: Organizational Variables 

Type of employing authority. An examination of Table 
26 shows that at least one significant difference occurred 
between the pairs of means of the seven groups. The obtained 
Pireatic, 2.0n, Mad an aesoctated probability of .01. ‘The 
Scheffe test revealed that the significant difference 
occurred at .09 level between City A mean score, 4.60, and 
The wean score, 5.32 Of mistricts. Thus, the princapals in 
the -Districts: were more satisfied with the job in all its 
aspects than those in City A. 

Organizational Size. The information presented in 
Teapiles2c/ Grectosed aieu pie Obtained BUratio of 17 had an 
associated probability of .02 and therefore at least one pair 
of means was significantly different. An inspection of means 


revealed that both the Large and Small groups had the lowest 
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means, 4.87, while schools with 20-39 teachers had the 
highest. However, the Scheffe test indicated that the mean 
of the group of respondents from schools with 5-19 teachers, 
Noo /aa Wace Slenit cantly Lower than that of the group of 
respondents from schools with 20-39 teachers, 5.26. Thus, 
principals of schools with 20-39 teachers were significantly 
more satisfied with their job in all its aspects than 


principals of schools with: 5-19 teachers. 


Teaching assignment. An examination of Table 28 
revealed thatitnes obtained’ F ratio, 3957, nad dantassociated 
probapility of |.03. Further investigation of the Scheffe 
test revealed that the mean of the Low Teaching Workload 
group, 5.21, was Significantly higher than the mean of the 
Medium Teaching Workload group, yece. THIS, crinci pals 
who taught from 0 to 5 hours per week were found to be 
Significantly more satisfied with the job in all its aspects, 


than principals who carried a heavier teaching load. 


Administrative assignment and budget decision scale. 
No statistically significant differences on overall job 
Satisfaction were revealed by analyses of variance between 


groups on administrative assignment and Budget Decision Scale. 


Summary 
Presented in Table 29 is a summary of findings 
related to differences between groups on overall job satis- 
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faction. Analyses of the extent to which respondents 
experienced overall job satisfaction indicated that differ- 
ences in overall job satisfaction were associated with age, 
Locus of Control, career experience, type of employing 
authority, organizational size and teaching assignment. An 
examination of individual characteristics revealed that less 
satisfaction was experienced by principals who were under 
forty years of age, of external orientation and with more 
than one year but less than five years' career experience. 
Organizational characteristics were found to be related to 
differences in overall job satisfaction. Principals in 
schools with 20-39 teachers, and principals who taught five 
hours per week or less, experienced more overall job satis- 
faction. The findings also suggested that there was a 
relationship between the type of employing authority and 


overall Fobisatistfaction. 


PROBLEM 4: SATISFACTION FACTORS AND PRINCIPALS' 


CHARACTERISTICS 


"To what extent are differences in the level of 
principal satisfaction with job factors associated with 


Dereonal{oSocrval, professionalivand organizational variables?" 


The eight factors used during analyses were Liaison 
at District Level, Principal-Teacher Work Involvement, 


Responsibility and Autonomy, Status Recognition, Task Demands, 
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Salary and Benefits, Resource Adequacy, and Rapport with 


Students. 


Sub-Problem 4.1: Personal Variables 

Age. An inspection of the means of the data reported 
in Table 30 revealed that the 50 and over group was more 
SatisiLed OF Six Of theseirent. job factors. Jsignificant 
differences between groups on age were evident for two 
factors, Principal-Teacher Work Involvement, and Resource 
Adequacy. On Principal-Teacher Work Involvement, an F ratio 
of 3.93 (p = .02) indicated that the differences between 
the three groups were statistically significant for at least 
one pair of means. Further investigations revealed that the 
under 40 group scored significantly lower than the 40-49 
ymedrom £rOup. 

On Resource Adequacy, the probability level of .00 
FOor@tine Obtained F ratio of 9.66 indicated that differences 
between groups were statistically significant. A significant 
difference between the mean score of the under 40 group with 
both the 40-49 years' group and 50 and over group were 
revealed by the Scheffe test. 

Therefore, on two factors of the job, Principal- 
Teacher Work Involvement, and Resource Adequacy, principals 
under 40 years were less satisfied than other principal groups. 

Sex. An examination of Table 31 disclosed that a 


Significant difference between the mean scores of Males and 
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Females occurred on Salary and Benefits (t = 3.10, p = .00). 
Female principals were more satisfied with Salary and 


Benefits than were male principals. 


Ta pie 431, 


Differences between Principals Classified by 
Sex on Salary and Benefits 


1. Female 2. Male 
(n = 30) (an = 297) 
Pactor Scores Factor Scores 
Factor Mean nD Mean oD v 0 
Salary and 


LOCUST OL eCOntrol. OWith respect to) Locus of "gontrol, 
principals classified as Internal on the median split were 
found to be significantly more satisfied with Salary and 
Penetime (1)= 3.70, p= .00) but sienificantiy ess teatisfied 
with Resource Adequacy (t = 1.98, p = .05) than principals 
classified as External. No statistical differences were 
found, cn. any of the swther factors. A report of ithe analysis 
woine the median splitims: Contained in Tape 32. 

When Internal and External groups formed by the 
standard deviation split were compared, statistically 
Significant differences were found on three factors, 


Principal-Teacher Work Involvement (t = 1.97, p = 05) 
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SiesuesRecosmition Ul =92.72,. 0 = 01), and Salary and 
Penetice Gp = 24 oNep =. 01)a In 6ach*case, “he mean of the 
Internal group was higher than the mean of the External and 
indicated that the Internal group was more satisfied. A 


report of the analysis using the standard deviation split 


1s contained in’ Table 33. 


Sub-Problem 4.2: Social Variables 

Community setting. On community setting, four factors 
were found on which there were statistically significant 
differences between the means of the groups. An inspection 
of Table 34, revealed that significant differences between 
groups were found for Liaison at District Level, Principal- 
Teacher Work Involvement, Salary and Benefits, and Resource 
Bdeduacy. “For the factor, Liaison at District Leves, the 
Oovained F ratio of 12.17 had an associated probability of 
.00. The mean of the City group was significantly lower 
than the means of both the Rural and Town groups. 

However, on Principal-Teacher Work Involvement, 
where the obtained F ratio was 6.66 with an associated 
probability of .00, the City mean was higher than the means 
eT peth Osher groups (and sienificantly different to that of 
the Town group. 

Statistically sienificant differences on Salary and 
Benerits (F = 5457,<p = 00)! ©ccurred betweenSthe City group, 
which had the highest mean, and both Rural and Town groups. 


On Resource Adequacy (F = 26.64, p = .00), the mean 
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of the Rural group was observed to be lower and significantly 
dai Ternenterromewneat of -pothneo ther groups. 

In conclusion, while City principals were most 
satisfied with regards to Principal-Teacher Work Involvement, 
Salary and Benefits, and Resource Adequacy, they were least 
satisfied with Liaison at District Level. When compared 
with City principals, both Rural and Town principals were 
more satisfied with Liaison at District Level but less 
Satisfied with Salary and Benefits. Town principals were 
less satisfied than City principals with Principal-Teacher 
Work Involvement while Rural principals were the least 


satisfied group with respect to Resource Adequacy. 


Employment status of spouse. Statistically 


Significant differences were found on only one of the eight 
factors between principals classified by employment status 
of spouse. Data presented in Table 35 show that on the 

fac tur, Wack bemends. am Optalmed bt ratio, 2./0,. had an 
associated probability of .01. The mean of respondents 
whose spouses were educators, was Significantly higher than 
that of respondents whose spouses worked full-time but not 
as educators. Thus, principals whose spouses were educators, 
were more satisfied with Task Demands than were principals 


whose spouses worked full-time in other occupations. 


Marital status. Analysis of variance indicated no 


Statistically significant differences on satisfaction with 
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Table 35 


Differences on Satisfaction with Task Demands between 
Principals Classified by Employment Status of Spouse 


te) Spouse 2. Spouse 
not an an 
educator educator 
(n = 44) (n3= 55) 
Factor scores Factor Scores 
Factor Mean SD Mean SD UY D 
Task Demands -0.20 ieee Or ot Wen -2.70 01% 


* Modified by Welch T Prime Adjustment of t Tests. 


factors between groups classified on the basis of marital 
status. 
Variables 


Sub-Problem 4. Professional 


Career experience. Presented in Table 36 is a one- 
Way analysis Of yrarnteance Of SaeisfactLon with job factors 
among principals classified by career experience. 
Statistically significant differences were found among the 
groups on three factors, Responsibility and Autonomy, Task 
Demands, and Resource Adequacy. On Responsibility and 
Autonomy, She Obtained smerawo of 8.52 had an wssociated 
Probabrlity Of 30%. Statistical lyeoronmricant ditperences 
occurred between the group of principals with 20 and more 
years' experience and each of the other career experience 


groups. The mean of the 20 and more years' career experience 


4 
it { 
i 


. i ” ee ie % 
pan ; a) at Pat ein 


ia 
v 


rieeive 73 E heels cet : rive : 
@ ‘Ors ts - -) ae wate so . 


ahs a? ipa) eT | Ss 
fae’ @) (alah) = gE) 
cone aoasae “Gietet 


aoe) elt: 


co - ine 


Fr Aw. Osi 
; 4 
pak 10 BORLATESS aque ner tod 
giv Tarodostpart | eee 
ao" codegsztn Sie ou 
1’ sé > =) . =) pel Lay Le sioyiaaa a oad 
7 7 6 
= le 
‘geese wi bes idagake Let Orn beat mane 
> a 
oe 
. Ghote ts tt -ao sv baale yLieo aera 
4 : | 
up vidégleaogeshi . 2197 ORF gaara re 
riz ve oe. om Ay wh ‘ears re MYOowpeor i, “woeek br +e 


| < bon Seog to waren 2 heclahde aie 
gut shgesve os Duet Se-€ 29 off81 4 4 hac) 


omenasitls 2 mts e-8 yideu wes are tO. ie! as 


ae baer t> 2 ping sgeieg Re coors ect | 
Giatte Bans ce wEh agit wate. to dpae bees 


102 


= 26" €T*0 ScO°T to°0 s.uepnr.s 
ULTM 2Aoddey 
oo 
4° T 00° cbt 26°O €n'0 Koenbepy soinosey 
is AG ot 00° T 90°0 Ss7_Tjeueg 


pue Azetes 
4'T ave cEre CO*T ZL°O spueueg ysey 


= ie ZO ar 86°0 TT°O | UoTZTUFODeY smAeI1¢ 


ES Ane, To 2GaC SO°10 OT*O Auouor ny pue 
AYLTTITGAtTsuodssy 
= bee Raich ZOo°l QT°O .UOW 
-SATOAUL YOM 
Jayovey -Tedtoutsg 
= iene lat 46°0 gt'o TOAST 
FOTIZSTG 22 UOSTETT 
sdnoiy d wl as ues as UBS qs UBOIN as UBdIN 
U99ML9qQ S8T00G J010eY S8TO0S JoLoOey|Sazoog 107084 
9OUBO tc& =.U} Sawa COge = 4) Cid a} (ete UU} 
“tT TUSts STOW 2 OZ'°S SIA 6T-OT*H SIL -Z°? AK GSitg?t JOLOeY 


qoueTsedxg ateereg Aq patrItissetg9 
sTedtoutsg Fuowe si0zx,oOVY YYTM uoTPORIST1eS Io SOUETIVA Jo stshTeuy AeM-eug 


9€ STqQeL 


cae 


Mw sia” eat 


nae eld on dp be pod? eealiab 0 iditetaav to mie 
puis bess moTsD vw halt iaent 


ioe 


———————— ana 


rolwelase months 
. jewat 

—==ycaret ahegienSsS 
ri ehh fret 
E.G. fue. 


| | wittangee® 


eeTued ah BAS 


ee: i tee \eased’ oe Et ts oe ae 4 


Alga 


group was lower and indicated that they were less satisfied 
ondthis factor: 

OniTackePemandcem tne obtained F ratio of 3.135 nad an 
associated probability of .02. An investigation of the 
means indicated that the First year career experience group 
had the lowest mean score on the factor. The Scheffe test 
Showed that there was a statistically significant difference 
between the group of First year principals and the group with 
10-19 years' career experience. Thus, First year principals 
were less satisfied by Task Demands than were principals 
with more than 10 years' experience. 

The First year career experience group also showed 
Significant differences on Resource Adequacy with two other 
groups, 10-19 years' career experience and 20 and more years' 
career experience. The obtained F ratio on Resource Adequacy, 
W315, had anvassociateds probabid ity of «00 «, An. inspection.of 
the means indicated that the First year group was least 
Satisfied with Resource Adequacy. 

In summary, less satisfaction on Responsibility and 
Autonomy was expressed by senior principals with 20 and 
more years' career experience, while less satisfaction with 
Task Demands and Resource Adequacy was indicated by the 


First year career experience group. 


Educational level and involvement in professional 
and community activities. No statistically significant 


differences on satisfaction with job factors were found by 
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analyses of variance between groups on graduate work in 
educational administration or on involvement in professional 


and community activities. 


Educational level. Among principals classified by 
years of post-secondary education, statistically significant 
differences were found on three factors, Liaison at District 
Level, Task Demands, and Resource Adequacy. The results of 
tie analyses, are showniein Table 37. “On Tiarsoneat District 
bevels the Obtainen Ff ratio, 3.23, had an-assoctated 
probability of .04%. Significant differences were found 
between the mean score of the 5 years group and that of the 
6 years group.. The latter was found to be less satisfied 
on Liaison at District Level than the former. On Task 
Demands (F = 3.22, p = .04) and Resource Adequacy (F = 3.66, 
p = .03), the 4 years group was the least satisfied. There 
was a Statistically significant difference between the means 
of the 4 years group and 5 years group on Task Demands, and 
the means of the 4 years group and 6 years group on Resource 
Adequacy. 

In conclusion, principals with the greatest number 
of years of post-secondary education were shown to be more 
Satisfied with Resource Adequacy but less satisfied with 
Liaison at District Level. Principals with 5 years of post- 
Secondary education were found to be more satisfied on 
Liaison at District Level, and Task Demands, while principals 


with 4 years of post-secondary education were less satisfied 
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on Task Demands, and Resource Adequacy. 


Sub-Problem 4.4: Organizational Variables 
Type of employing authority. As shown in Table 38, 


analyses of variance revealed that there were differences 
among the means of the various types of employing authority 
categories on six of the eight factors. These were Liaison 
at District Level, Principal-Teacher Work Involvement, 
Responsibility and Autonomy, Task Demands, Salary and 
Benefits, and Resource Adequacy. On Liaison at District 
Level, the obtained F value of 23.22 had an associated 
probability of .00. Differences were found between the 
means of both City A and City B and each of the other five 
erouvs.. ©rincipals imepath City A and-Gi ty 2 were 
Sisniiicaathy less esatisfied on this factor than the other 
groups. In addition, the mean of one of these group, 
Districis, Was tOund tol be; sienificantly hisherm than thataof 
the Counties and the Divisions. Thus, principals in the 
Districts were the most satisfied group with Liaison at 
District Level. 

Phegprobability) level of .00 for thejoptained -F ratio 
indicated that significant differences occurred for at least 
one pair of means on Principal-Teacher Work Involvement. 
Further investigation showed that the mean of the City B 
Was Sileniticantlyi higher tthan thapior the Counties. Thus, 
principals in City B were found to be most satisfied with 


Responsibility and Autonomy. 
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On Task Demands, the F value of 2.44 had an 
associated probability of .03. However, an investigation of 
the Scheffe test failed to reveal a significant difference 
between any pair of means. 

Por tnhe factor, salary and Beneiits, an obtained F 
Value Tod os) Wolo a DVOvapii. ty Leven, OF .QOm indicated that 
there was at least one Significant difference between the 
pairs of means. Further investigation showed that the mean 
of City B was Significantly higher than the means of both 
Counties and Divisions. “Thus, principals in "City B were 
Significantly more satisfied with Salary and Benefits. 

A similar result was obtained for Resource Adequacy. 
ine; obtained FP yaine of 75.59 “had “a probability Level” of 700. 
Principals in City B were found’ to be significantly more 
Satisfied with Resource Adequacy, than those in Counties 
or Divisions. 

In summary, City B principals were found to be most 
Satisfied on Principal-Teacher Work Involvement, 
Responsibility and Autonomy, Salary and Benefits, and 
Resource Adequacy although they were least satisfied on 
Beatson at Districe Level.  Fandings for “City A principais 
indicated that they were less satisfied with both Liaison at 
District Level, and Responsibility and Autonomy. The most 
Satisfied principals with Liaison at District Level were 
those in the Districts. However, this group of principals 
indicated less satisfaction with Responsibility and Autonomy. 


While principals in both Counties and Divisions were 
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Significantly less satisfied’ than principals in Districts 
with Liaison at District Level, they were more satisfied 
Withee cLoas factor whan prancipals in’ City groups. “Principals 
in both Counties and Divisions were less satisfied with 
Salary and Benefits, and Resource Adequacy, while those in 
Counties were also less satisfied with Principal-Teacher 


Work Involvement, and Responsibility and Autonomy. 


Administrative assignment. Contained in Table 39 


are the results of one-way analyses of variance of work 
satisfactions among the means of the administrative assign- 
ment categories. Significant differences were found on 
four Factors, Liazson at District Level, Principal-Teacher 
Work Involvement, Status Recognition, and Resource Adequacy. 

On iatcom ap Districtrlevels thelkhivalue cr 6706 
had an associated probability of .00. The mean of the 
Elementary group was found to be significantly lower than 
whauof both Juniorm High and Senior High groups. Thus, the 
Elementary group was less satisfied on this factor than the 
Other groups. 

On Status Recognition, the F value of 3.88 was 
Statistically significant beyond the .05 level.§ The Scheffe 
test showed that there was a statistically significant 
difference between the mean of the Senior High Group and the 
means of both the Elementary and Junior High groups. The 
mean of the Senior High group was Significantly lower than 


either of the other two groups indicating that they were the 
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least satisfied group with Status Recognition. 


Thiemore babii ty OL 1.00 OT Obtaining waniP value of 
4#.91 indicated that significant differences occurred between 
groups on Resource Adequacy. The mean of the Elementary 
group was found to be Significantly higher than that of the 
Junior High group, who were less satisfied with this factor. 

Summarizing, the Elementary group was found to be 
the most satisfied group with Resource Adequacy, but was the 
Peastesacishred group with respect to Liaison at District 
Level. The Junior High group which included many K-9 schools, 
was less satisfied on Resource Adequacy while the Senior High 


group was the least satisfied group with Status Recognition. 


Organizational size. Differences between groups 
according to organizational size were observed for Task 
Demands and Resource Adequacy. Table 40 shows that an F 
value of 3.05 on Task Demands had an associated probability 
Of ,03— A sttatistically sigenificant difference.was found 
between the Small (1-4 teachers) schools and schools with 
20-39 teachers. The mean of the latter was significantly 
higher, indicating that this group was more satisfied with 
Task Demands. 

On Resource Adequacy, the F value of 7.98 had an 
associated probability of .00. The Scheffe test indicated 
that both Small schools and schools with 5-19 teachers were 
significantly less satisfied than the two other groups, 


schools with 20-39 teachers and Large (over 40 teachers) 
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schools. 
Therefore, the findings on organizational size 
indicate that principals of Small schools are less satisfied 


with Task Demands and Resource Adequacy. 


Teaching assignment. As revealed in Table Yi, 


differences among groups on teaching assignment were found 
Ome tree: Tacwors .114a1son at District Level, Salary and 
Benefits, and Resource Adequacy. An F value of 4.07 with 
an associated probability of .01 indicated that there was 

a difference between means on Liaison at District Level. 
Observation of the means indicated that the means of the 
Low Teaching Workload group and the Medium Teaching Workload 
group were Significantly lower than the mean of the High 
Teaching Workload group. Thus, the Low and Medium Teaching 
Workload groups were Significantly less satisfied with 
Liaison at District Level. Observation of the means of the 
Low and Medium Teaching Workload groups suggested that the 
Medium Teaching Workload group was the least satisfied. 

On Salary and Benefits, the F value of 8.00 had an 
essociated probability of 00." Statistically sienificant 
differences were found between the mean of the High Teaching 
Workload group and the means of both the Low Teaching Work- 
load and Medium Teaching Workload groups. The High Teaching 
Workload group was Significantly less satisfied with Salary 
and Benefits than the other two groups. 


In an analysis of Resource Adequacy, the F value of 
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18.63 was associated with a probability level of .00. ‘The 
Low Teaching Workload group was found to be significantly 
more satisfied than both other groups on Resource Adequacy, 
while the High Teaching Workload group was the least satis- 
ped: 

In conclusion, the Low Teaching Workload group was 
found to be the most satisfied group with Resource Adequacy 
and more satisfied with Salary and Benefits than the High 
Teaching Workload group, but less satisfied with Liaison at 
District Level. The High Teaching Workload group, which 
was the least satisfied group with respect to both Salary 
and Benefits, and Resource Adequacy, was most satisfied with 
Liaison at District Level. The Medium Teaching Workload 
group was the least satisfied group with Liaison at 
District Level but the most satisfied group with Salary and 


Benefits. 


udget decision scale. The only significant 
difference among groups formed according to scores on the 
Budget Decision Scale wasjon the factor, Responsibility and 
Autonomy. Table 42 presents the obtained F value of 3.10 and 
Utswassoctated probability io .04. | A statistically sig- 
nificant difference was found between the means of the 
Centralized and Decentralized groups. An inspection of the 
means indicated that the Decentralized group was most 
Satisfied with Responsibility and Autonomy while the Central- 


ized group was the least satisfied. 
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summary of Findings Related to Satisfaction Factors 


In Table 43, a summary with respect to work 
Satisfactions, is presented to indicate significant find- 
ings among categories of personal, social, professional 
and organizational variables. in the Tollowine section, 
differences found between groups for each of the eight 
dependent variables, the job factors, are reviewed. On 
one factor, Rapport with Students, no significant diff- 
erences between groups were found on any individual variable. 
Wolcott (1973) pointed out that the principal works on 
behalf of the students and has responsibility to deal with 
problems associated with the student body, but has few 
opportunities for personal interaction. 

Dit rerecness imegcatistaction with Diearson ac District 
Level were found to be related to community setting, 
educational level, type of employing authority, admini- 
strative assignment and teaching assignment. In general, 
groups of principals who were found to be less satisfied 
with this factor, indicated that they were located in City 
A or City B, had 6 years of post-secondary education, were 
principals of elementary schools and had a low or medium 
teaching workload. The more satisfied groups of principals 
with this factor were found to have employment in School 
Districts, five years of post-secondary education and a 
high teaching workload. The comments of one elementary 
school principal summed up the feelings contained in many 
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If a principal could have regular consultation 
periods with teachers, central office personnel, 
Board members, maintenance personnel, the whole 
efficiency of the school couid be improved. 

Comments by respondents related particularly to 
actions of central office, participation in district 
decision-making and perceived quality of Board leadership. 
Some further examples follow: 

A city K-9 school principal noted that relationships 
with "downtown are highly unsatisfactory" because they 
"don't know what's happening, out on the front." 

One city elementary principal observed that "T feel 
principals have very little meaningful input re decision- 
making" while a town junior high principal noted that se | 
principal is often a voice in the wilderness, seldom heard 
and even more seldom attended to." 

Af rural KAS principal indicated that: 

In four years, neither of m two local representatives 
nor any other Board member has been in my school other 
than as a spectator of an activity. Thus local 
problems must always be drawn to the attention of the 
individuals. 

A rural elementary principal considered that Board 
expectations "only come to light when Something happens 
which was not according to their expectations," while 
another elementary principal, located in a town, indicated 
that "the Board seems to take little interest in what is 
actually happening in schools. aney are more interested in 
balancing the budget. 

A range of criticisms was directed at Boards for 
their willingness +o disregard existing policies, for 
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failure to initiate policies, for statements that present 
educators in an unfavorable light, for failure to encourage 
principal participation in policy development, ‘and for 
negative attitudes towards educators during collective 
bargaining. 

Less satisfaction on the factor, Principal-Teacher 
Work Involvement, was observed for principals under 40 years, 
ande20Trse those: with an External Locus of Control (standard 
Bevectlons sola) -ee invaddi tion, Town princi paiseand 
principals in Counties expressed less satisfaction with this 
factor. Ain contrast, groups of principals expressing more 
satisfaction with this factor tended to be older, Internal 
inetocussot Control ortentation (standard deviation sspliny , 
andslocated ane€ity) jurisdiction. 

Principals' comments reflected on the time factor 
required to interact with staff and on the varied attitudes 
of staff members towards the job. A principal of a K-12 
town school noted: 

my staff provides both great satisfactions and 
Frustration. Ii assumans my position, 1 anheri ted 
a nucleus of permanent staff members of advanced 
age whose attitudes are difficult to change. 
Generally, the younger staff members are more aware 
and sensitive toward the students and tend to 
better meet their needs through individualization 
and innovation. 

While some principals focused on "a small group of 
staff who give little of themselves to the challenge," 


others noted that staff willingness was evident through 


commitment to participative decision-making and willingness 
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to adopt innovations. 

On Responsibility and Autonomy, in comparison with 
Other groups, less satisfaction was experienced by 
principals with 20 and more years' career experience, and 


by principals who were employed in City A, Counties and 


Districts. “in contrast 1.0) Gity A, prinecipais of City B wer 


most satisfied with this factor. Those principals who sub- 


mitted estimates on only one of the items listed in the 
Budget Decision Scale were also less satisfied with this 
factor than those who submitted estimates on four or five 
items. A number of respondents noted that constraints on 
their freedom were related to policies restricting staff 


= eS 


deployment, the availability of staff and finance, and the 


adequacy of clerical assistance. 


Only two differences occurred on the factor, Status 
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Recogni L The less satisfied groups were those classifie 


as External Locus of Control orientation (standard deviation 


split) and Senior High administrative assignment. The 


latter was Significantly less satisfied than both Elementary 


and Junior High principals. 


ed 


The groups less satisfied by the factor Task Demands, 


Fi 


were First year principals, principals with four years of 
post-secondary education and principals of Small (1-4 


teachers) schools. In contrast, principals who were found 


education and 10-19 years' caree 
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principals of schools with 20-39 teachers. Principals 
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whose spouse was employed as an educator were more satisfied 
than those whose spouse was employed in another occupation. 
Many respondents commented on the long hours required of a 
principal. A town junior-senior high principal noted: 
Duerscor the Lact that sour school is operating. from 
So500 a ot.) COON D ies one Onday stn couse nureday,, 
in addition to weekend sports' programmes, my time 
iiheSCnOGL, ano Tesponstoldity alons with, it, .is 
over 50 to 60 hours per week. 
A rural principal commented: 
I am principal of a 4 teacher school with a class of 
my own which I teach full-time. I do not get time 
OH forradmintstrauuver work as condidtironsvare such 
in the community that relief teachers are unavailable 
to take my class for the period of time each week to 
which I am entitled (4 day). 

Many commented on the heavy teaching load of a 
principal and indicated that its consequences were a 
reduction of professional activities and interference with 
home life. A number of principals commented on the necessity 
of dealing with pressing operational tasks at the expense of 
tasks such as supervision and professional assistance to 
teachers. A rural junior high principal commented that: 

Business management often consumes far more time than 
educational decisions and policy directions. fMThis 
discrepancy should be narrowed. 

Differences in satisfaction levels for Salary and 
Benefits were observed for five variables. Females, 
principals grouped as Internal Locus of Control (both median 
split and standard deviation split), and City principals 
were found to be more satisfied with Salary and Benefits 


while principals grouped by type of employing authority as 


Counties and Divisions or who had a teaching assignment 
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involving a High Teaching Workload were found to be less 
satisfied. Several respondents commented that in small 
schools, administrative pay appeared to be tied to additional 
hours required to do the job while they perceived that 
principals of larger schools were paid for extra 
responsibility. 

Eight differences among groups were found on 
Resource Adequacy. Groups that were less satisfied included 
the following: Under 40 years of age, Internal Locus of 
Pontrol Orientation (medianesplit), Rural community setting, 
First year career experience, four years of post-secondary 
education, groups of Counties and Divisions principals, 
fname stop rl Cl pal Smineludins Ke Oerurat aciools) 5 Small 
(1-4 teachers) schools, and schools with 5-19 teachers, and 
principals with a High Teaching Workload. Generally these 
variables relate to younger and less experienced principals 
with less formal education who accepted an appointment in a 
rural location which required heavy teaching duties. More 
experienced, older and better educated principals who had 
positions in City schools, tended to be more satisfied with 
Resource Adequacy. Comments stressed the lack of adequate 
facilities, andesfari fo maintain mequired counselling and 


Library. services. 
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CHAPTER 7 


FURTHER ANALYSES OF THE SATISFACTION OF 


SELECTED GROUPS OF RESPONDENTS 


The purpose of this chapter is to report data 
pertinent to two problems. The first was related to 
differences between respondents grouped according to 
whether they assessed their satisfaction as being high or 
low on overall job satisfaction, and Responsibility and 
Autonomy. In the second problem, an investigation was made 
Or the lnrluence Of two Variables, Locus of Control, and 
career experience, on the relationship between satisfaction 
Wiwn JOO factors and overall job satisfaction. Contained 
in this section of the chapter are the results of several 


stepwise multiple regression analyses. 


PROBLEM 5: FURTHER ANALYSES OF THE SATISFACTIONS OF 


RESPONDENTS 


sub-Problem 5.1 

"What differences in individual and work variables 
exist between respondents who indicated high overall job 
Satisfaction and those who indicated slight job satisfaction 


Or -diesatistaction:" 


The groups for analysis in this problem were formed 
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on the basis of individual scores on Item 4 of the Overall 
Batisiaction Instrument. The MostySatisiied group consisted 
of 90 respondents who indicated "6" as their answer to the 
extent of satisfaction they experienced with their job in 
all its aspects. The Least Satisfied group consisted of 

47 respondents who indicated "4" or lower as their score to 
the same question. 

Table 44 presents the findings with respect to this 
enaiyors. |Oniy Variables; for which significant difierences 
between the groups were observed, are reported in this table. 
Significant differences between the two groups were found on 
three individual variables, three overall satisfaction items 


and -siex factors. 


inGign duals Variables. Statistically sisniga cant 
differences between Most Satisfied and Least Satisfied 
respondents were found on age, Locus of Control and career 
experience. The Most Satisfied group were found to be older 
and more dniternal in Hocus) of *Control orientation and to 
have more career experience than the Least Satisfied group. 

On age, the mean, 1.80, of the total group was 
Observed to be lower than the mean of either group used in 
analysis. On career experience, the mean of the total group, 
2.36, was llower than that of the Most Satisfied group but 
higher than that of the Least Satisfied group. Thus, Least 
Satisfied respondents tended also to be older than the 


average age of all principals, but had less career experience. 
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On Locus of Control, the mean of both groups used in 
Pal yeais) Wace hleher than that of itthe totalmeroup, 622%". Thus, 
Least Satisfied principals tended to be more external in 


their orientation than other principals. 


Overalin satistactionwisens. Statistically 
Significant differences were found on the three variables, 
School Effectiveness, Social Relationships, and Use of 
Abilities. In each case, the associated probability was .00. 
The means of the Most Satisfied group were found to be 
Slgnificantly higher than the means of the Least Satisfied 
group. The item, Use of Abilities, had the highest mean of 
the three items for the Most Satisfied group, but the Lowest 


mean for the Least Satisfied group. 


SSULeTAcw ore aC Owes foccatwet eal ee sa eniricant 
@iiterences’ were. @ound One@six factors. imalson at District 
Level, Principal-Teacher Work Involvement, Responsibility 
and Autonomy, Status Recognition, Task Demands, and Rapport 
with Students. No significant differences were found for 
Salary and Benefits, and Resource Adequacy. Inspection of 
the means for each variable on which a statistically 
Significant difference was found, indicated that those of 
the Most Satisfied group were higher than those of the 


Least Satisfied group. 
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sub-Problem 5.2 

"What differences in individual and work variables 
exist between respondents who indicated that they were most 
satisfied with the factor which was the best predictor of 
overall job satisfaction, and those who were least satisfied 


SR adacoa tic ecawi uly Uibeounac cor: 


Because of the finding in Sub-Problem 2.2 that 
Responsibility and Autonomy was the first predictor of 
Overatl jOb) Satisfaction, this factor was Selected for 
further analysis. Respondents were grouped so that those 
who scored one standard deviation above the mean formed the 
group, High on Responsibility and Autonomy, while those who 
scored one standard deviation below the mean formed the group 
Low on Responsibility and Autonomy. The number of respond- 
ents in each group was 45 and 47 respectively. 

Statistically significant differences between the 
two groups were found for four variables. Table 45 presents 
the group differences on only those variables for which they 
were Statistically significant. On the Budget Decision Scale, 
the mean of the group, High on Responsibility and Autonomy, 
was higher and significantly different from the group, Low 
on Responsibility and Autonomy. A significant difference 
was also observed on career experience. In this case, the 
mean of those Low on Responsibility and Autonomy was higher 
than the mean of the High group, indicating that the group 


least satisfied with Responsibility and Autonomy had more 
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career experience. For both satisfaction with Use of 

AbiaAt ties and overall job satisfaction, | stenificant 
differences occurred, with the mean of the group, High on 
Responsibility and Autonomy, being higher than that of the 
group, Low on Responsibility and Autonomy. In each case, 
the mean of the total group fell between the means of the 
two groups used in analysis. Thus, respondents who were 
High on Responsibility and Autonomy tended to have less 
career experience but made more operational decisions within 
the school as measured by the Budget Decision Scale. Also, 
these respondents experienced more overall job satisfaction 


arignver onmore:cat1 cliedmwaisth thevusewots.their abilities. 


PROBLEM 6: RELATIONSHIP OF SPECIFIC INDIVIDUAL VARIABLES 
ON THE OVERALL JOB SATISFACTION/SATISFACTION FACTORS 


INTERAC TION 


"What is the relationship of selected individual 
variables on the interaction between satisfaction with job 


factors andicoverallnio tesatisefaction?" 


Variables Selected for Analysis 

Two variables were used during this analysis, Locus 
of Control and career experience. These variables were 
selected for further analyses because they satisfied the 
following criteria: 


(1) that the selected variables would be of a personal 


“i Lok. 


Wa, Sat hl ‘ Pil . 
: ae? ¥. 1 - re 7 
1" ‘ : 7 a Ls 


or professional nature, 

(2) that there would be significant differences between 
groups on overall job satisfaction, and 

(3) that there would be significant differences between 
groups on some of the satisfaction factors. 

Three variables were identified as meeting these 

erivcerta, Locus of Control (standard deviation eplit), age, 
and career experience. Pearson product-moment correlations 


petween these variables were as follows: 


Locus of Control tand-age, r= -.01 
age and career experience, r = .63 
Locus of Control and career experience, r= .01. 


Analysis of variance between groups classified on personal, 
social, professional and organizational variables indicated 
no statistical differences between individual variables on 
Locus of Control. Following examination of these findings, 
a decision was made to use Locus of Control and career 
experience as variables for further analysis. Both variables 
have been of recent interest to theorists. Investigation of 
the work satisfactions of respondents grouped according to 
Locus of Control, has been the focus of studies by Evans 
(1973) and Mitchell, Smyser and Weed (1975). Theorists such 
as Wild and Dawson (1976), and’ Van Maanen and Katz (1976), 
have investigated career satisfactions. This study has 
examined the influence of the internal-external Locus of 
Control and the different periods of career experience on 


overall job satisfaction, and on the relationship between 
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Seatsrect.On With factors and overall: jobVsatistaction. 

In the investigation of the problem, the researcher 
used Stepwise multiple regression analysis. The results of 
these analyses for different groups (Locus of Control and 
career experience) and an examination of the standard partial 
regression coefficients are discussed in Sub-Problems 6.1 


end 6.2. 


Sub-Problem 6.1 

hOCcisS SLeCOntroUs The Internal, Intermediate and 
External groups formed by the standard deviation split were 
iced TOriiurivner analysis: 

This Sub-Problem was concerned with the collective 
relationships between eight factors, Liaison at District 
Level, Principal-Teacher Work Involvement, Responsibility and 
Autonomy, Status Recognition, Task Demands, Salary and 
Benefits, Resource Adequacy, and Rapport with Students, and 
overall job satisfaction for respondents classified by Locus 


of Control. Groups used for analyses were Internal group 


(n 39), Intermediate group (n = 228), and External group 


LQ). 


I 


(n 


Internal group. Two predictor variables, Principal- 
Teacher Work Involvement and Salary and Benefits, together 
accounted for 56.03 percent of the variance in overall job 
Satisfaction. The first predictor variable to emerge, 


Principal-Teacher Work Involvement, accounted for 45.96 
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2a5 
percent of the variance. An observation of the correlation 
of the second predictor variable, Salary and Benefits, with 
Overall job satisfaction, indicated that it was inversely 
e0rrelated,. —-0 32.) Thus, Por “the Internal’ eroup,--those who 
were more satisfied with the job in all its aspects were less 


Sauusi Led with Salary and Benefits. 


External group. Four predictor variables, Principal- 
Teacher Work Involvement, Status Recognition, Responsibility 
and Autonomy, and Task Demands, together accounted for 
Sitig2 percent of the variance’ Gr overall job: satisfaction. 

The first three predictor variables accounted for 
approximately equal percentages of the variance, and in 
combination accounted for 43.23 percent of variance in 
overaliIWejob satiustaction 2 in contrast to the ~nternal group, 
the first predictor, Principal-Teacher Work Involvement, 


accoun.ed Lor) Only 13.25 percent eor- the’ variance. 


Intermediate group. Six variables were significant 
predictors of overall Job Gatisfaction, “accounting for’ 30.06 
percent of the variance. The first predictor, Responsibility 
and Autonomy, accounted for 13.21 percent of the variance. 
The other significant predictors were Liaison at District 
Level, Principal-Teacher Work Involvement, Task Demands, 
Status Recognition, and Salary and Benefits. 

The results of attempts to use stepwise multiple 


regression analysis to determine the best predictors of 
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overall job satisfaction for each group, are reported in 
Table 46. This table shows the criterion variable used, the 
Significant predictor Variables’ (p< .05), the) first non- 
Significant predictor variable to enter the regression 
analysis and the individual and cumulative percentage of 
variance accounted for by the predictor variables. 

Table 47 gives the standard partial regression 
coefficients between satisfaction with job factors and 
Overall job satisfaction for each of the three Locus of 
Bontnol groups. gAttlitudess to Liaison-at Districs Level; 
Principal-Teacher Work Involvement, Responsibility and 
Autonomy, Status Recognition, Task Demands, and Salary and 
Benefits appeared to be affected by Locus of Control. 
Principal-Teacher Work Involvement was the only factor 
which was a Significant predictor of overall job satisfaction 
for each group. The strongest relationship between this 
facLor andi overall govescatisfaction was* found. for the 
Internal group, although it was associated with overall job 
Satisfaction for both the External and Intermediate groups. 
While Responsibility and Autonomy was the major predictor of 
overall job satisfaction for the Intermediate group and the 
predictor contributing the greatest percentage of variance to 
Several] job) satismaction. ton the External’ sroup, its 
contribution to ‘the overall jobeeaticsfactiontos the Internal 
group was not significantly idifferent from zero. 

Satisfaction with Status Recognition and Task Demands 


appeared to be associated with the extent of overall job 
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satisfaction for the External group while Salary and Benefits 
was associated with the overall job satisfaction for the 
Internal group. However, the coefficient for this variable 
and for four others, indicated a negative relationship 
between Internal Locus of Control, overall job satisfaction, 
and satisfaction with job factors. For only the Intermediate 
group Was Liaison at District Level a significant predictor 


Of overall! job satistaction. 


Sub-Problem 6.2: Career Experience 


Five groups were formed for stepwise multiple 


regression analysis, First year (n WO)5 2-4 Veareein = 77); 


I 


5-9 years (n = 90), 10-19 years (n 86), and 20 and more 
years (n = 32). Reported in this section are: 

(1) “Satisfaction patterns with overall job satisfaction, 

(2) factors of the job which were the best precdierore OF 
overall job satisfaction for different career stages, and 
standard partial regression coefficients to indicate the 
relationship of career stages on satisfaction with factors 
Ore the job and Overall. JOD eatistactlon: tmterac tron. 

Figure 5 contains the satisfaction pattern with 
itemes, Overall Jom Satisfaction, for principale in 
different career stages. Inspection of the figure indi- 
cates that the principals’ level of overall job satisfaction 
declined during the early career stages following the 
initial year in the job. However, an upswing in satisfaction 


occurred during 5-9 years on the job and continued until the 
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Preure 5." Satistaction pattern for overali job satis- 
faction for five career stages. 
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twentieth year. Senior principals with 20 and more years' 
experience indicated a slight decrease in their level of 
Severs li) FOb Ssatistaction, sout fthes drop wasiemaii ‘With the 
exception of the 10-19 years group, the 20 and more career 
stage was found to be more satisfied than the other groups. 

A stepwise multiple regression analysis using eight 
predictor variables with overall job satisfaction, was 
undertaken for each stage of career experience. The eight 
predictor variables were Liaison at District Level, Principal- 
Teacher Work Involvement, Responsibility and Autonomy, 

Status Recognition, Task Demands, Salary and Benefits, 
Resource Adequacy, and Rapport with Students. The results 

of attempts to determine the best predictors of overall job 
Satisfaction for five career stages are summarized in Table 
48. This table shows the criterion variable, the significant 
predictor variables (px .05), the first non-significant 
predictor variable to enter the regression analysis, and 

the individual and cumulative percentage of variance account- 


ed for by the predictor variables. 


Pires tuyearsprincetpals.) ethe: bes predictor’ of 
overall job satisfaction for First year principals was 
Principal-Teacher Work Involvement. This factor which was 
the only predictor which was. statistically sisnificant, 


accounted for 17°01 percenti-of the variance. 
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2-4 year principals. Three factors, Responsibility 
and Autonomy, Liaison at District Level, and Principal- 
Teacher Work Involvement, collectively accounted for 28.92 
percent of “the variance in “overall jobrsatisfactions® the 
PLLSG Predictor, Responsibilityvand Autonomy yeaccounted for 
14.29 percent of the variance in overall job satisfaction, 
while the second predictor, Liaison at District Level, was 


associated with an additional 10.45 percent of the variance. 


5-9 year principals. Five stactors faccounted ior 


46.97 percent of the variance in overall job satisfaction. 
The best predictor for this career stage was Responsibility 
endrAuconomy ;ewhich accounted for 23.92 percent of the total 
variance. The other predictor factors were Task Demands, 
Principal-Teacher Work Involvement, Status Recognition, and 


BiavseonyatsDistrict  hevel: 


Osi Oeveariprincioake. "Only £6493 percentaofatne 
total variance in overall job satisfaction for this career 
stage was accounted for by the two significant predictor 
factors, Principal-Teacher Work Involvement, and Responsibility 
and Autonomy. The first predictor variable to emerge, 
Principal-Teacher Work Involvement, accounted for 12.79 


percent of the variance. 


20 and more year principals. Two significant 


predictor factors, Principal-Teacher Work Involvement, and 
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Responsibility and Autonomy, collectively accounted for 
40.34% percent of the variance in overall job satisfaction. 
Principal-Teacher Work Involvement, which was the first 
factor to emerge, contributed 22.17 percent of the variance 
while Responsibility and Autonomy accounted for 18.17 
percent. 

Table 49 contains the standard partial regression 
coefficients for the eight factors obtained in the stepwise 
multiple regression analysis of overall job satisfaction for 
each of five career stages. The table presents the standard 
partial regression coefficients for each of these five career 
Stages to show the relationship between each factor and 
everall job Satisfaction. 

An inspection of the coefficients for each factor 
across the career stages indicated that Responsibility and 
Autonomy, and Principal-Teacher Work Involvement were the 
Major predicuors of overgiil job Satisfaction. Responsibility 
and Autonomy contra buted Less to the overall job satisfaction 
of First year principals but from there on, had a stronger 
relationship. Principal-Teacher Work Involvement also 
appeared to be related to overall job satisfaction for 
principals at all career stages although its association with 
Overall job satisfaction appeared to be strongest with 
principals with more than ten years' experience. 

An examination of the relationship of other factors 
with overall job satisfaction produced the following 


observations. Satisfaction with Salary and Benefits appeared 
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Goobe related to overall job satisfaction only for First 
year principals, while Liaison at District Level appeared 
to be associated with overall job satisfaction for principals 
up to nine years of experience. 

Toita (Lesser textent) Status "Recoani tion and “Task 
Demands appeared to be related to overall job satisfaction 
for principals with less than ten years' experience. Neither 
Resource Adequacy, nor Rapport with Students appeared to be 
associated with overall job satisfaction for any stage of 


career experience when controlling for other variables. 
SUMMARY 


A further investigation was carried out in Problem 
5 on the satisfaction of groups of respondents identified as: 
(a winery saci sired) cOrmisiishtiy isatasived and «dissatisfied 
on overall job satisfaction, and 
(2) High on Responsibility and Autonomy (scores one 
standard deviation above the mean) and Low on Responsibility 
and Autonomy (scores one standard deviation below the mean). 
In comparison with Least Satisfied respondents on 
overall job satisfaction, the respondents in the Most 
Satisfied group were found to be older, more experienced and 
Mose) eaeeornall an locus wi Controle eihose an the’ Least 
Satisfied group were found to be more external in orientation 
than other principals and older than the average age of the 
total group, but with fewer years of career experience. On 


three overall satisfaction items and on six satisfaction 
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factors, statistically significant differences were found. 
In each case, the mean of the Most Satisfied group was 
greater than that of the Least Satisfied group. 

The group High on Responsibility and Autonomy 
experienced more overall job satisfaction and was more 
Heatbestied with «the use of fiheir abilities. <In) addition, they 
tended to have less career experience and make more oper- 
ational decisions as measured by the Budget Decision Scale. 

The relationship of individual variables on the 
satisfaction factors/overall job satisfaction interaction 
was investigated in Problem 6. Differences were found in 
mredicLlLor variables contributing to Overall job satisfaction 
por sdiiferent groups, classified on Locus of Control and 
Career experience. For Internal Locus of Control, Principal- 
Teacher Work Involvement was the major predictor of overall 
JOb Satisfaction, while the second predictor, Salary and 
Benefits, was inversely correlated. Four predictor variables, 
Principal-Teacher Work Involvement, Status Recognition, 
Responsibility and Autonomy and Task Demands accounted for 
most of the variance in overall job satisfaction for External 
Locus of Control. 

Career experience groups showed variations in the 
extent of overall job satisfaction, with satisfaction levels 
tending to rise with increasing experience. The relationship 
between satisfaction factors and overall job satisfaction 
appeared to vary with different career stages, although 


Principal-Teacher Work Involvement, and Responsibility and 
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Autonomy were the major predictors. Liaison at District 
Level appeared to be associated with overall job satisfaction 
only for principals up to nine years' experience. Other 
findings such as the relationship between Salary and 

Beneiite “and overall” joo satistaction" for First year career 
experience, and between Status Recognition and Task Demands 
ai OVeEra JOC SatieiaGtlon L0G principals up LO 10° years’ 
experience suggested that overall job satisfaction was not 


Stacie 


i a 
a” re a 


BAe ini, pe. | ia ; ay . 
. rahe watt on epeteele 
Noise ateheer eal caries meiv's nobeal | ee 
itt ; spe! vrata oF ak 

Arun ew hee spelt tinssolratett a 


i 
_ 
- 
a] 
' 


ets “ag HOES Ie Tht eS cat tits 
iy tagueen eat’ qoawy ed! ‘be - 


, saveee eo0 on. toate Hae dot af 


© ~s 
‘ew we? Libpeivw tent perewnanl got 


CHAPTER 8 


SUMMARY, CONCLUSIONS AND IMPLICATIONS 


The first section of this chapter contains a summary 


of the nature of the study, the instrumentation and research 


methodology, the sample and major findings. Conclusions 


drawn from the findings and implications are discussed in 


thes eecona- section. 


SUMMARY 


Nature of the Study 


The purpose of the study was to investigate the 
everald. 0b satisfaction of school-principals an. the Province 
of Alberta, and to determine aspects of the job which 
contributed to their job attitudes. The framework developed 
for this study resulted from the consideration of the 
relationships among overall job satisfaction, satisfaction 
with aspects and clusters:of aspects, and individual vari- 
ables. Overall job satisfaction was conceptualized by 
different theorists in the following ways: 

(1je- the extent of fulfilment, of..an individual's, higher 
level needs (Schaffer, 1953; Maslow, 1970; Porter et al., 
10); 

(2). the extent to which Motivator and Hygiene factors are 


present in the job (Herzberg, 1959), and 
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aspects (Lawler, 1973). 

The following points emerged from the literature 
concerning the relationship between overall job satisfaction 
and satisfaction with aspects of the job: 

(i jeatboth Hoverall (gobmsatistfaction and Satisfaction iwith 
aspects of the job can be viewed in terms of the discrepancy 
between ideal and actual states (Holdaway, 1978b), 

(2) overall sjcb satisfaction is determined iby some 
combination of feelings about aspects of the job, and 

{3)>m intrinsic aspects of ‘the job appear ito contribute more 
to overall job satisfaction than do interpersonal or extrinsic 
aspects. 

Individual variables were included in Lawler's model 
Scmancource ff Hari atvonin Mop act btudes ie iitrnumbper of 
individual variables were identified from the literature and 
were classified as personal, social, professional and 
Organizational. The study investigated group differences on 
the “individual variables for overall job satisfaction and 
for aspects of the job. Further, following the approach of 
Wild and Dawson (1976), the study examined the relationship 
between specific individual variables on the interaction 
between satisfaction with aspects and clusters of aspects, 


and overall job satisfaction. 


Instrumentation and Methodology 


Data were collected with a questionnaire, Sources of 
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Principal Satisfaction. The instrument, developed for this 

study, sought information pertaining to personal character- 

istics, overall satisfaction, internal-external Locus of 

Control, item satisfaction and sources of job attitudes. 

The Rotter scale was used to measure Locus of Control. A 

Six point Likert-type scale was used in the sections relating 

to the extent of overall satisfaction and item satisfaction. 
The questionnaire was reviewed by a panel of graduate 

students in educational administration and pilot-tested with 

emer oun OL Edmon Lon ends Uistricy principale. Avs tivatiried 

random sample of 410 principals received questionnaires and 

2 total of $50 °resturns was received of which 32/7 were uwsaple. 

The sample which was stratified on the basis of employing 


authority, was found to be representative of principals 


Review of Major Findings 
Findings are summarized in this chapter as they apply 


to each of the six problems which were investigated. 


Problem 1: Overall Satisfaction 
sub-Problem 1.1. "To what extent do principals 


experience overall job satisfaction?" 


(4). SWnMeecn ot the four Hitenstor Ane vera 
patisfaction Instrument, more than 90 percent of respondents 


indicated that they were satisfied. The mean scores 
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approximated the response category, Moderately Satisfied. 

(2) ,-Thevcorrelation of overall job satisfaction with 
items in the Overall Satisfaction Instrument and Item 
Satisfaction Instrument, revealed that the two variables 
with which overall job satisfaction was most highly correlated 


were Use of Abilities and Sense of Accomplishment. 


sub-Problem 1.2. "Which facets of the job are 
personally selected by principals as leading to their overall 


S2uist ection and overall dissatisfaction with the job?" 


(is The five most commonlyvcardentstied facets of the 
job contributing to overall satisfaction were Relationships 
with Teachers (30.1 percent), Sense of Accomplishment (28.5 
percent), Responsibility (26 percent), Interpersonal 

h 


Relationships in the Work Environment (24.7 percent), and 


Notonomy (22.4 percent). Approximately halt of th 


+ 


ca) 


respondents identified one aspect as being associated with 
relationships with teachers, and the other with responsibility 
and autonomy. 

(2) The major facet personally identified by 
respondents as contributing to overall dissatisfaction was 
Administration and Policies (44.2 percent). In addition, a 
related category, Constraints in the Overall System of 
Pouestional Administration (18,5. percent) contributed to 
overall dissatisfaction. One third of respondents identified 


categories related to Amount of Work (22.4 percent), and 
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Challenge of Work (11.9 percent). In addition, approximately 
a third of respondents referred to Relationships with Parents 
(16.8 percent), or Attitudes of Society (16.2 percent). 

(3) 2=Arne analysis’ of the’ contribution of facets to 
overall satisfaction and overall dissatisfaction indicated 
that seven facets contributed more to satisfaction than 
dissatisfaction, and eight facets contributed more to 
dissatisfaction than satisfaction. Five facets, including 
Challenge of Work, Student Attitudes and Performance, and 
Pay and Benefits, did not differ significantly in their 
contribution GO either overall satisfaction or’ overall 
dissatisfaction. 

(4) Two facets dealing mainly with relationships 
with teachers, were found to contribute more to overall 
Sacro toc t10n “than everall dissatisfaction. 

(5) Categories were regrouped for analysis to form 
Motivator and Hygiene factors (Herzberg, 1959). ‘The 
analysis focused on the contribution of both factors to 
overall satisfaction and overall dissatisfaction. fThe 
Motivator factor was observed to contribute more to overall 
Satisfaction while the Hygiene factor contributed more to 
everall dissatisfaction. 

(6) When categories were grouped to form three 
Catezories), Untrineic , “interpersonal and Extrinsic, both 
Intrinsic and Interpersonal categories were observed to 
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Geese tict action, While ethe, LPRtcinsic ‘catesory ‘contributed 


Mone sLOuOVeraclendissatictection tran overs! [satvsefaction. 


sub-Problem 1.3. SToODWhesb -extentrdag tacets “ar the 
job personally selected by principals as leading to their 
overall “satisfaction and their overall dissatisfaction 


Vary relation LO principals’ characteristics?" 


(1) Differences were found for groups classified on 
the basis of type of employing authority and career experience 
related to the choice of Motivator and Hygiene factors 
contributing to overall satisfaction. 

(2) Differences were found for groups classified on 
shes basis Of Locus _oricontrol) rsex; community setting, 
marital status and organizational size related to the choice 
of Motivator and Hygiene factors contributing to overall 


GeSesata scr acuLon. 


Problem 22. item Satisfaction 
Sub-Problem 2.1. "Which items of the job contribute 


TO praneipal cs JOD) Saniedac tion?” 


(1) On 25 items, more than 80 percent of principals 
indicated that they were satisfied. On only one item, 
Consultation between the board and teachers concerning 
working conditions, was less than 50 percent satisfied. 


(2) S8actorm anal ysisvorichests Sctems  weculted: in an 
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eight factor solution which accounted for 56.53 percent of 
the total variance. The eight factors were Liaison at 
District Level, Principal-Teacher Work Involvement, 
Responsibility and Autonomy, Status Recognition, Task 
Demands, Salary and Benefits, Resource Adequacy, and Rapport 


Wien Students. 


Ssub=—-Problem 2.2. “Which Satisfaction factors are the 


Pic best Dredictors Of overall job satisfaction: 


(7) Five sieniticant predictor variables of overall 
job satisfaction were identified by stepwise multiple 
regression analysis. These variables, Responsibility and 
Autonomy, Principal-Teacher Work Involvement, Liaison at 
District Level, Task Demands, and Status Recognition, 
accounted tor 30.56-percent, of the variance. “Three of the 
BacLOrs=rélave- to the intrinsic nature of the work and two 
to interaction involved in the work setting. 

to) ‘Ihe airst predictor, Responsioiiancy- anc Autonomy, 
accounted for 11 percent Of the varlance, and in combination 
with Principal-Teacher Work Involvement accounted for 19.59 


percent of the variance in overall job satisfaction. 


Overall JObd Satistaction and Frincivals 


Characteristics 
"eo what extent are Gitferences in the Level of 


Overall job satisfaction of principals associated with 
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personal, social, professional and organizational variables?" 


Differences in overall job satisfaction between 
groups were associated with two personal variables, age 
and Locus of Control, a professional variable, career 
experience, and three organizational variables, type of 
employing authority, organizational size, and teaching 
assignment. Less satisfaction was experienced by principals 
who were younger, of an external orientation (standard 
deviation split), and with less than five years' career 
experience. More satisfaction was experienced by Districts’ 
principals, principals of medium-large schools (from 20-39 
teachers), and principals who taught less than 5 hours per 


week. 


PEeoolemit: SoatiStaction pactors, and, Principals? 
Characteristics 

"To what extent are differences in the level of 
principal satisfaction with job factors associated with 


personal, social, professional and organizational variables?" 


Differences between groups occurred on seven of the 
eight factors. No significant differences were observed for 
Rapport with Students. The following statistically 
Significant findings related to satisfaction with job factors 


were found: 
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Personal variables. Age. Younger principals were 
less satisfied than other principal groups with Principal- 
Teacher Work Involvement, and Resource Adequacy. 

Sex. Female principals were more satisfied with 
Salary and Benefits. 

HOcus or Con trom standard cdeyaation spiit). ~The 
Internal group was more satisfied with Principal-Teacher 


Work Involvement, Status Recognition, and Salary and Benefits. 


social variables. Community setting. Less satis- 
faction was experienced by City principals with Liaison at 
District Level, Town principals with Principal-Teacher Work 
Involvement, and Salary and Benefits, and Rural principals 
with Salary and Benefits, and Resource Adequacy. 

Employment status of spouse. Principals whose 
spouse was a full-time educator were more satisfied with 


Task Demands. 


Professional variables. Career experience. 
Experienced principals were less satisfied with Responsi- 
bility and Autonomy, while new principals were less satisfied 
with Task Demands, and Resource Adequacy. 

Educational level. Principals with highest 
educational levels were less satisfied with Liaison at 
District Level while principals with the lowest educational 
level were less satisfied with Task Demands, and Resource 


Adequacy. 
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Organizational variables. Type of employing authority. 


Differences were found on six factors for this variable. 

City principals were more satisfied with Salary and Benefits, 
but less satisfied than all other groups with Liaison at 
District Level. A difference between the City groups was 
observed on Responsibility and Autonomy, with City A being 
less satisfied than City B. Principals in Districts were the 
most satisfied group with respect to Liaison at District Level 
but were less satisfied with Responsibility and Autonomy. 
Principals in Counties were less satisfied with Principal- 
Teacher Work Involvement, and Responsibility and Autonomy, 
and together with principals in Divisions, composed a group 


LL. 


less satisfied with Resource Adequacy, and Salary and Benefits. 
Administrative assignment. Less satisfaction was 
observed for Elementary principals on Liaison at District 
Level, Junior High principals on Resource Adequacy, and 
senior High principals on Status Recognition, and Principal- 
Teacher Work Involvement. 
Organizational size. Principals of smaller schools 
were less satisfied with Task Demands, and Resource Adequacy. 
Teaching assignment. Principals who taught less than 
ten hours per week were less satisfied with Liaison at 
District Level, while principals with a heavier teaching 
load were less satisfied with Salary and Benefits, and 
Resource Adequacy. 
Budget decision scale. The centralized group was 


less satisfied with Responsibility and Autonomy than the 
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decentralized group. 

An examination of these findings in relation to the 
seven factors on which statistically significant differences 
were found led to the following conclusions: 

Liaison at district level. Less satisfaction with 
this factor was experienced by principals of large element- 
ary schools. Generally, these principals were employed in 
larger complex systems and had more years of formal 
education. 

Principal-teacher work involvement. Less satisfaction 
was found for younger principals, and for those with an 
EsernaieLOcus Of Controteorientation. sein! seneralpathenless 
satisfied principals were located in Towns and were employed 
by County jurisdictions. City principals were more satisfied 
With this factor. 

Responsibility and autonomy. Less satisfaction was 
reported by principals of more than twenty years' experience, 
and by principals who were employed in either large, complex 
systems or in small systems. However, principals in City B 
and principals who were grouped as Decentralized on the 
Budget Decision Scale were more Satisfied on this factor. 

Status recognition. Less satisfaction was experi- 
enced by Senior High principals and by principals classified 
AS Exberna be Locus sofrGontrot seortentatron: 

Task demands. Less satisfaction with this factor 
Wasa ound.tor principals twith Less formak teducationy vin- 


charge-of small schools, and for those in the:first year of 
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career experience. Principals whose spouses were employed 
as educators were more satisfied with Task Demands than 
those whose spouses were employed in other occupations. 

Salary and benefits. Females, principals grouped as 
internal Locus -of Control, and City principaks were,more 
satisfied with this factor. Less satisfaction was found for 
principals employed in Counties and Divisions or who had a 
teaching assignment in excess of 10 hours per week. 

Resource adequacy. Generally, less satisfaction with 
this factor was reported by younger and less experienced 
principals with less formal education who accepted an 
appointment in a rural location which required a teaching 


assignment in excess of 10 hours per week. 


Problem 5: Further Analyses of the Satisfactions of 
Respondents 

Sub-Problem 5.1. "What differences in individual and 
work variables exist between respondents who indicated high 
overall job satisfaction and those who indicated slight job 


SaCLEeSiae PEOnnOred LSSatieotactron." 


Statistically significant differences were observed 
on age, career experience and Locus of Control. In com- 
parison with the means of the total group, both the Most 
Satisfied and Least Satisfied groups tended to be older and 
more external in Locus of Control orientation. However, the 


Most Satisfied group was more experienced than the total 


had 
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group while the Least Satisfied group was less experienced. 

A comparison of both groups indicated that the Most Satisfied 
group was older and more experienced than the Least Satisfied 
group which was more external in Locus of Control orientation. 
Statistically significant differences were also found between 
the Most Satisfied group and Least Satisfied group on three 
Overall Satustacticm items) and) on six Pactors.2u [reach case, 
the mean of the Most Satisfied group was higher than the mean 
of the Least Satisfied group. Observation of the means of 
the Least Satisfied group indicated that less satisfaction 
was experienced on Use of Abilities, on Principal-Teacher 
Work Involvement, and Responsibility and Autonomy. These 
same varlables provided the greatest extent of satisfaction 


for the Most Satisfied group. 


Sub-Problem 5.2. "What differences in individual 
and work variables exist between respondents who indicated 
that they were most satisfied with the factor which was the 
best predictor of overall job satisfaction, and those who 


Were Least. S6 tLetied wiah this! factor: 


Statistically significant differences between the 
groups, High on Responsibility and Autonomy, and Low on 
Responsibility and Autonomy, were found on four variables. 
Principals grouped as High on Responsibility and Autonomy, 
were found to be less experienced, more satisfied with the 


job in all its aspects and more satisfied with the use of 
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abilities than those grouped as Low on Responsibility and 
Autonomy. In addition, the High group tended to make more 
in-school decisions than the Low group, as measured by the 


Budget Decision Scale. 


Problem 6: Relationship of Specific Individual Variables 


on the Overall Job Satisfaction/satisfaction Factors 


interac tion 
"What is the relationship of selected individual 
variables in the interaction between satisfaction with job 


HacLOrs: and “Overall *j;Opesa tLSsTaction?” 


Two variables, Locus of Control, and career 
experience were selected for this investigation. Findings 
pertaining to Locus of Control were: 

(1) Principal-Teacher Work Involvement was the first 
predictor of overall job satisfaction to emerge for both 
the Internal and External groups. The factor contributed 
45.96 percent of the variance in overall job satisfaction 
for the Internal group and 13.25 percent for the External 
group. 

(2) Salary and Benefits was a significant predictor of 
overlie fob Satisiaction for the Internal sroun, but" its 
correlation of -.32 suggested that for this group, the more 
overall job satisfaction they reported, the less satisfaction 
they experienced with Salary and Benefits. 


(3) Responsibility and Autonomy was a significant predictor 
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of overall job satisfaction for the External and Inter- 
mediate groups but not for the Internal group. 

(4) Status Recognition and Task Demands were predictors 
Of Overall] job satistactioneror*thesExternal group <(im 
addition to the two factors already mentioned) and 
contributed more to the variance in overall job satisfaction 
for this group than for either of the other two groups. 

(5) Usixtpredietorceotsoveral) gen satisfaction were 
determined for the Intermediate group, accounting for 30.28 
percent of the total variance. 

Findings pertaining to career experience were: 

(i yeOverallicatisfactioniwacriound tos varyeoveratne 
Stages of career experience. Overall satisfaction declined 
ariernither first year;i butitrom therfifth year showedean 
upswing which tended to continue with increasing experience. 

(2) Principal-Teacher Work Involvement was a significant 
predictor of overall job satisfaction for each stage of 
career experience. 

(3) Responsibility and Autonomy also was a major predictor 
of overall job) satisfaction except for First year, principals. 
(4) Satisfaction with Salary and Benefits appeared to be 
related to overall job satisfaction only for First year 

Prine pals: 

(06 Satie faction with liaison at OLetric titievel. .«<catus 
Recognition, and Task Demands appeared to be related to 
overall’ Gobi satisfaction for principals: with) less! than ten 


years' experience. 
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CONCLUSIONS AND IMPLICATIONS 


Relevance of the Findings Eometne. Literature oot. e1 ac uLon 


In this Section, wspecific, findings of whe study are 
discussed in relation to the general literature on job 


satisfaction which was reviewed in Chapter 2. 


Overall satisfaction. In general, principals were 
found to be satisfied with the job and with aspects of the 
job. Principals who reported the least overall job satis- 
faction experienced less need fulfilment than other 
principals. This was evident for both the measure of lower 
order needs, Social Relationships, and the measure of higher 
order needs, Use of Abilities. There was less fulfilment of 
higher order needs than of lower order needs. In contrast, 
principals who reported the most overall job satisfaction, 
experienced a high level of fulfilment of higher order needs, 
even more than of lower order needs. 

The following conclusions relate findings from this 
study to the two-factor theory of Herzberg. First, the 
theory as stated in the review of the literature in Chapter 2, 
thav all motivators combined contribute more to overall 
Sa ouwogeacttonm Wien ~O Overs! |! dissatisfaction, and, thai od 
hygienes combined contribute more to overall dissatisfaction 
tieGoto Overall sa tisiaction neid true i thie study. 

Second, in general, principals derived their overall 


satisfaction from their work relationships with teachers, 
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responsibility and Sannin ure AOD cOlmcent , fardaa 
personal sense of accomplishment. In general, their overall 
dissatisfaction was derived from administration and policies, 
the type and amount of work, prevailing societal attitudes 
towards education and parental attitudes towards the school. 

Third, in contrast to Herzberg's Theory and to 
findings reported in Chapter 2, interpersonal relationships 
with teachers were found to contribute more to overall satis- 
faction than to ovemail dissatisfaction. Interaction in the 
work environment, particularly with co-workers within the 
school was described in the literature review as a key 
component of principal activity and was personally identified 
Dyeprincipals in the study as a source of overall satis- 
faction. Findings related to Pay and Benefits, Challenge 
6f Work, and=Student Atttiudes and Performarice, indicated 
that these three areas were not significantly different in 
bhetrecontributLon ' to veither overall tsatiefaction or overall 
Guscsavistaction. 

Fourth « in thie study -«ditierences, tn athie +contri bution 
of the Motivator and Hygiene factors to overall satisfaction 
and overall dissatisfaction were found to be associated with 
Seven individual characteristics. In-each case, the 
relationship was of low strength. In general, with some 
modification for variations found in the interpersonal 
aspects, the overall satisfaction and overall dissatisfaction 
of school principals tended to follow Herzberg's two-factor 


theory. 
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satisfaction with aspects of the job. Factor 


analysis of the 45 satisfaction items revealed eight under- 
ivanes clusters’ of "aspecta associated with (orimcipal sjob 
Satvetaction, These were related to the nature, type and 
amount of work, status and prestige, work interaction with 
ditetrics adminrs tratlon, teachers and students; esalary and 
Deretits, and availability of resources. ("in relation?! to 
factors discussed in Chapter 2, two aspects, variety and 
amount of work, conceptualized as part of the Work Itself 
and Working Conditions respectively, combined in the study 
to compose the factor, Task Demands. In addition, aspects 
Or the job related to “negotiations loaded on Liaison ‘at 


PLetrrc ct revel; 


Overall satisfaction/item satisfaction interaction. 
The factor relating to tne Work Itself was found to have the 
hignest relationship with overall’ job satisfaction. In 
Peverety Titrinelo aepecius Of tle ob relating co mature, 
type and amount of work, and status, as well as interpersonal 
aspects relating to work interaction with teachers and the 
districtsadministracion, were found sto be*sisenificant 
predictors of overall Job satisfaction, althoush accounting 
for only 30 percent of the total variance. A comparison of 
the free-response and scaled-response answers of respondents 
indicated that in both approaches work interaction with 
teachers and the nature of the work, responsibility and 


autonomy, were the aspects of the job contributing most to 
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overall job satisfaction. In both approaches, status was 
identified as a source of overall satisfaction but neither 
Salary and benefits nor interaction with students was found 
woe COMtrI bute Slenificantly either to. overall’ satisfaction 
or overall dissatisfaction. 

Two aspects which predominated in free-response 
answers as sources of dissatisfaction, namely administration 
and policies, and workload, were found on scaled-response 
answers to make a significant contribution to overall 
Satisfaction. However, analysis of scaled-response answers 
for both aspects, revealed that there were differences 
between groups on the extent to which they experienced 


Overatiusatisfactions 


Relationship of Individual Variables 


Conclusions pertaining to the individual character- 
istics of respondents used in the study are discussed in the 


following section. 


Personal Variables 

Locus of *control.= (The findings, that» the group of 
Internal respondents was more satisfied with the job in all 
its aspects than the External group was in agreement with 
research cited in Chapter 2. In addition, principals who 
derived the least overall satisfaction from their job were 
found to be external in orientation. However, respondents 


who experienced the most overall job satisfaction were 
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neither strongly internal nor external. An expectancy that 
one is unable to exert influence on the environment and that 
outcomes are controlled by outside forces affects the 
potential of the individual to experience high levels of 

job satisfaction with aspects of the job. 

fhe Major factor contribu tiangoio; tresoverall web 
Satisfaction of the Internal was work interaction with 
teachers. This aspect would be the major area in which the 
principal could influence school outcomes. Another finding 
was that the most internal group of principals derived little 
overall satisfaction from responsibility and autonomy. The 
Orientation to control the work environment may provide 
anbanapulils sensevof responstbility.s Fore#the, internal; 
interaction with teachers in the accomplishment of work 
be -Ksiremanvimnporiantleourcel Of jobssatisfaccvnon: 

Salary and Benefits also was a factor associated 
Wiitosesatisraction for.internals. Although the 1nternals 
perceived their present level of salary as adequate, the 
group of most internal respondents indicated that the level 
was inadequate compensation for their work efforts. For 
these respondents, a negative relationship between overall 
job satisfaction, and salary and benefits may be associated 
with their inability to influence their own level of salary 
because of methods used in salary determination. In regard 
to personally identified sources of dissatisfaction, the 
Internal derived dissatisfaction from district administra- 


tion and policies, an aspect of work over which he has less 
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control and which restricts his own personal decision- 
making and activity. 

With respect to the external group, overall job 
Satisfaction was derived from the nature, type and amount 
of work, work interaction with teachers and recognition 
bywotners;...' Therclustersof-aspects.contribusting- to the 
external's job attitudes were more diverse than for the 
internal, but were also associated generally with in-school 


experiences. 


Age. Younger principals were less satisfied with 
TaeadObsshealloits aspects, and.with,interactionsewicth 
teachers in the work environment. In general, the level of 
Satisfaction rose with increasing age. However, this 
finding must be modified by findings that principals who 
assume the position later in life, experienced a decrease in 


Satisfaction with age. 


ke 


Sex. Female principals were more satisfied with 
Salary and Benefits. This finding was in agreement with 
research cited in Chapter 2. However, the sample of women 


principals was small. 


Socials Variables 
Marital status. This variable was not related to 


differences in the job satisfaction of principals. 
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Employment status of spouse. The full-time employ- 


ment of the principal's spouse as an educator rather than in 
some other occupation was related to higher levels of 
satisfaction with Task Demands. The spouse's understanding 
and tolerance of the amount of time required to complete 
tasks associated with the principalship may partly explain 


tTaase@iindines, 


Community setting. The work setting rather than 
community setting tended to be a powerful determinant of 
JObl satvasfaction re TheLcommuni ty {setting mayvinteract: with 
other variables such as the type of employing authority to 


produce less favorable situational factors: 


Professionable Variables 

Administrative experience. Changes in the extent of 
job satisfaction were observed throughout the principal's 
career. These were evident for overall job satisfaction 
aad POre satisfaction With aspects of the job. \ Generally, 
tne trend was for overall “joo satisfaction te increase with 
increasing career experience. Although factors contributing 
tonthe overallijobssatisfaction ofvPirs tiYeariprincipais 
accounted for only a small percentage of variance, the major 
predictor of overall job satisfaction was work interaction 
with teachers. During the first year, the principal is 


concerned with the type and amount of the work involved with 
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the position and with the adequacy of resources. 

In the following eight years, principals derived 
satisfaction from interaction with district management and 
Sve tis. » ln Later careers tagesiiprincipals cdenived 
SauLsractlon trom wthel nature. of othe Bob icontens and: from 
interaction with teachers. Principals with more experience 
were less satisfied with the level of intrinsic content in 


their work. 


Educational level. Differences between groups on 
this category were evident for a number of aspects of the 
job. Principals with more education tended to be more 
critical of their interaction with district management while 
principals with less education tended to be more dissatisfied 
with their job demands. In the latter case, other variables 
such as teaching assignment, organizational size, and 
administrative experience may interact with educational 
level to produce less satisfaction with the type and amount 


of work. 


Involvement in professional and community Sei VLiLes.: 


These variables were not associated with differences in 
the extent of overall job-»-satisfaction or satisfaction with 


aspects of the job. 
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Organizational Variables 
Administrative assignment. This variable was not 


associated with differences in the extent of overall jobd 
satisfaction. However, Elementary principals tended to 

be less satisfied with interactions at district level, while 
Senior High principals were less satisfied with both work 
interaction with teachers and status. In large senior high 
schools, principals tend to have less opportunity to work 
closely with individual teachers or initiate changes in 
school activities, and may be less visible to their various 
publics. The availability of resources was a concern to 
principals of “the Junior High group which included principais 


of many rural K-9 schools. 


Type of employing authority. This variable was 
associated with differences between groups classified 
according to the type of employing authority on both overall 
job satisfaction and satisfaction with aspects of the job. 
Evidence was found that principals in the complex city 
districts and in County Systems, were less satisfied with 


thet emit aLsoneat DLStELotelteviel . 


Organizational size. In medium-large schools (20- 
39 teachers), principals experienced more overall job 
satisfaction than principals of smaller schools. In regard 


to -2spects of the, job, prineipals of+smakl .(i-4) teachers) 
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Teaching assignment. The amount of teaching assign- 
ment was found to be related to the extent of overall job 
Satisfaction and to satisfaction with aspects of the job. 
More overall job satisfaction was evident for respondents 
with a teaching assignment of less than one day per week. 
Because teaching assignment is related to a number of other 
Organizational variables, this variable may contribute to 


Peasuravorable Apt. tudes. on 3 number wof vostistaction fectors. 


Budget decision scale. Respondents who were found 
to make more operational decisions at tne school level were 


more satisfied with the nature of their work. 


Relationship of Individual Variables on Overall Satisfaction/ 


Item Satisfaction Interaction 
This research has indicated that attempts to develop 

a simple statement of the relationship between aspects of 
Piss j00. Overall JOD satisfaction and Individual variables 
are not feasible. In general, the nature of the work and 
interaction with teachers were found to be associated with 
the overall job satisfaction of principals. However, an 
assumption should not be made that these two aspects make 


Seems /OR CONT DUtLOn CO eovera ll (jobusatistacthion Tor ail 


a : y 7 
i ‘ “ae \“ ‘ ™ oe - - 


a) \ or 
_ 
ies - é 


To Treo Kine’ ae 


a ak iroys’ ge Rev ‘vam ab pein Lee, . 

. ‘a Soares, 07 7. bert nin Be ‘wise 
ven tide neltpe* spraaeae ose | 

cot Map aow acc: chobtae dog eae 


\ } i +7 re 


ragy cc a0 J vie ed rosa antesaat 


fay’ aS Tivetieseee sithrioa ae ‘ts 
(ger abtt we tamiees Lanett Aa tReet 


4 Ho pebeoieis v Lc aROvRR AS os 


‘ero liars? stoa 


‘oO 
» hitter FAI beliedtan) am 


wo V dada lob 
_ - ~ - a 
+4 e*enaT RL me 
Li 14 
es ° 


ihecs ‘oil Se rrekahane eignts 

han aot costae aa 

saute eat | Dprensa, 6 nid kese® on 
cyte ow, em 


; aS ly 


erimacaivr | 25 Wear STR tt T58 cope t 


» 


aan? early neat (st. ton fLdodtenr - 


Snug wee 


oi? ga 'ratraa cof diateve-be olrataae 


253 


respondents. For example, for respondents grouped as 
Mmiverne. Goculs Gf COMmtrol or es pirst Year principals, 
Responsibility and Autonomy was not significantly related 

to overall job satisfaction. Principal-Teacher Work 
Involvement contributed more to overall job satisfaction 

for these two groups and for principals with more than 

20 years' experience. The strength of the relationship 
between aspects of the job and overall job satisfaction 
varied with personal and professional characteristics. Thus, 
overall job satisfaction derived from aspects of the job 

was found to change with variations in individual character- 
Poulos, ie Sbbludinal oases Of OVerdl. JOD Satvicrec tLon 
were found to be dependent not only on work variables but also 
upon individual variables. These findings point to the 
Complexity Of the cOficept, {Cb Satistaction, by andicating 
tie 2b tS CON LIINZENG Upon Glti1eremt COMDInatlons of 


individual and work variables. 


IMPLICATIONS 


Implications for Educational Administration 
Implications which may assist in making the work of 
the principal more congenial relate specifically to; 
(1) work variables identified in the study as sources of 
job attitudes, and 


(2) differences among groups on personal, professional 
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and organizational variables. 

The following implications are pertinent to 
educational administrators who work in close liaison with 
principals. 

1. Attempts to make the work of principals more challenging 
by designating additional responsibility and autonomy in 

the job content would make a contribution to the fulfilment 
of their higher level needs and to their feelings of 
accomplishment and overall job satisfaction. A major 

source of overall satisfaction was found to be the oppor- 
tunity to make independent decisions about the school program 
and operations. Decentralization of decision-making to the 
school level as measured by the Budget Decision Scale 
eontributed: to. satisfaction with this’ aspect for some 
principals. However, one must note that for many principals, 
especially for those in small rural schools, an increase 

in the variety and amount of work may not enhance satis- 
faction with responsibility and autonomy, but may result 

in decreased overall job satisfaction. Already, long hours 
are required to complete the workload. Dissatisfaction 
might be reduced by removing many of the restraints which 
principals perceive to be placed upon their autonomy by 
Aistypict administration and: by providin= additional 
administrative and clerical assistance. 

Educational administrators ought to be aware of the 


lower levels of satisfaction expressed by mature principals 
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with their responsibility and autonomy, especially in 
educational program development. In general, these 
principals desire to work with staff in development of the 
school program. 

2. Interaction with teachers was the second major area 
related to the overall job satisfaction of principals. 
Concern was expressed with the quality of professional 
services and attitudes such as dependability and cooperation. 
Less satisfaction with this aspect of the job was reported 
by younger principals in towns and rural areas of the 
province. Thetr=teacnima load Vert™=lrttle time forrtiem to 
meet with teachers individually and collectively to discuss 
matters related to the operation of the school program. 
Provision of extra administrative time by decreasing the 
teaching load may increase satisfaction with staff 
relationships. A sensitive problem mentioned by some 
Drinciparseresulted from trey accep tarice’ of a “posi tic in 
which they inherited an entrenched and often unchanging 
staff. Over time, positive relationships with the central 
office may provide the feedback and recognition sought by the 
principal and reduce feelings of dissatisfaction with the 
job. 

3. Another recommendation concerns the principal's 
relationships with central office. Many principals commented 
tiatecertralr office stair cought to be sensitive to=theirr 


eoncerns end “to “the individual features of their school. 
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Other comments suggest that principals feel alienated from 
the decision-making and communication processes of the 
district or are dissatisfied with policy procedures. MThere 
may be advantages both to the jurisdiction and the school 
from improved principal-central office/Board relationships 
such as through regular opportunities for consultation. In 
large systems, some principals with higher educational 
qualifications, elementary school assignments, or 
approximately 5 years' career experience, may derive more 
personal! satisfaction from making a contribution. to the 
educational development of the district as for example 
through participation on special committees. The role of 
the principal as "the gatekeeper" between central office 
and staff may be overlooked by some administrators. 
Consultation with and involvement of principals may foster 
congenial relationships. 

4, The expression by principals of high levels of dissatis- 
faction with the attitudes of society and parents towards 
education and teachers, must continue to be a matter of 
concern to educational administrators. Although no 
evaluative material is yet available, feelings were expressed 
by several principals that developments in their schools 
towards establishing community schooling had created closer 
links between the school and parents, and had resulted in 
"very little personal hassle" between the community and 
school. There may be gains through the implementation of 


this or other approaches to increase the interaction between 
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the school and community. 
5. Herzberg (1976) indicated that hygiene factors should 
be provided "for what hurts." General concern was 
expressed by principals particularly from rural areas 
yew Counties. and Pivistens), about: 
(ae “Ghée aval laviloy or Start,” Pacitirires’ ana”: 
equipment, 
(b) the amount of work including 2 heavy teaching 
assignment, and 
(ec). the salary differentials in’ comparison with 
CLty areas’. 
Steps to decrease dissatisfaction in these areas ought to be 
considered before the level of dissatisfaction affects the 


quality of education. 


Implications for Preparation Programs and Inservice 


An emphasis on development of skills related to the 
nature of the work and to interaction with teachers may 
further contribute toe principals’ positive’ job’ attitudes’. 
Technical competencies ought to be related specifically to 
the assessment of operational and human needs, the 
establishment of priorities, the utilization of staff and 
resources, and the supervision and evaluation of staff and 
programs. 

The principal is mainly concerned with relationships 
with teachers and with educational administrators at the 


district level. Time is spent in responding to the range 
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of demands made by these groups. Knowledge of the social 

Ana political mature of the school and school system, as 

well as skills of delegation, consultation and diagnosis 

may assist the principal in interaction with others. 
Knowledge of personnel administration would appear essential 
in the task of using the abilities of staff to achieve school 
goals. 

The organization and delivery of the learning 
experiences for the further preparation of principals ought 
to receive further consideration. Approximately forty 
Beteen Gyo.  princtpale adeno trAalnines tmPeducatLonar 
administration and many of these were located in areas of 
the Province where personal contact with the university 
was not easily possible. This problem presents a challenge 


POMOOTM UNL Versi ty AallbheOri tiles amd to local”adminrse trators. 


Implications for Further Study 


(1) The modification of the scaling technique may result 
itiee velatively ormal distrvoution: “TMws May be achieved 
if two categories of Six were used to measure dissatisfaction. 
The skewed distribution may increase discrimination between 
tevels of sagistaction py tull uri rzatroneor the crx points 
on the scale. 

(2) This study could be extended by an examination of the 
relationships between overall satisfaction and satisfaction 
with aspects of the job for principals in other provinces 


or for superintendents in Alberta and other provinces. 
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Such studies might include other individual variables (e.g. 
personal variables), as possible sources of variation in 
job attitudes. Researchers might also focus on the 
relationship between the job satisfaction of the principal 
(both overall and with aspects of the job) and his effective- 
ness as an educational leader. 

(3) Purther research might focus on the development of 
a satisfaction index appropriate for determining the 
Setter ecti1on. Of Principals within a school divigron. The job 
pecio-e found in thisr study conld provide the -basts for this 
index. In addition, the use of an evaluative response mode 
such as the semantic differential might be examined. 

(1) Future research might focus on the following issues 
identified from this study: 

(a) What are the consequences for in-school 
operations of the lower levels of satisfaction 
observed with interaction at district level? 

fo) What factors contribute to ine dizrerences 
between City A vand City B inethe evs om ea tic- 
faction with Responsibility and Autonomy? To 
what extent are differences in the factors 
contributing to Responsibility and Autonomy 
related to school effectiveness? 

(oe) What factors contribute: to tie joo setistaction 
of older educators appointed to their first 
Principalsnipe are these Tactoreiditrerent 


from those associated with the satiefaction of 
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younger educators appointed to their first 
principalship and to those of experienced 
principals transferred to a new school? An 
ethnographic study of principals may be usefully 


employed to investigate these relationships. 
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QUESTIONNATRE 
SOURCES OF PRINCIPAL SATISFACTION 


SECTION A: PERSONAL DATA ne 
CCIE 


CHECK the correct answer. OfLicie. 
Use Only 


c/c 
pias 


1. Which of the following best describes the 
Situation of your school? 
ive, gre 
2. town 6 
Bien CARUi 
2. Which one of the following best describes the 
grade organization of your school? 
1. Elementary (Grades K-6) 
2. Elementary-Junior High (K-9) 
. Elementary-Junior-Senior High (K-12) 
» Junior High (Grades 7-9) 7 


3 
by 
5. Junior High-Senior High (Grades 7-12) 
6. Senior High (Grades 10-12) 

7 


. Other (please specify) 


3. How many full-time equivalent certificated teachers 
in your school? (Include Principal and Vice- 
Principal(s).) 


if erktese 6, 40-49 
A eal 7. 50-64 
m  10=L9 8, 65-79 8 
Oo, © S0 0r more 


Wr A) 
dO 
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dO 
\O 


sang * yy 
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’ om 7 
' 4 i 


~ ee 
ae ee 


es 
_o i 


aii nwt ihvod sit Yo 4 


f sai 
i Locsion 


7 
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efivareh Seed anly Wane 
Pic cules, one ‘noktnnNgaD 
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(a) Do you have a regular teaching assignment? 


15 eS 


Ee NO 9 


(bd) If yes, which of the following best describes 
your average weekly teaching assignment? 


* O-5 hours 


1 
ae 6-10 hours 
a. Li Snore 40 
4, 16-20 hours 
Se LumOL more hours 
For how many of the following items do you 
Submit budget estimates to central office, 
(20) transportavion for students, on field tripe, 
(b) purchase of textbooks, 
(c) purchase of audio-visual materials, 
(d) maintenance and repair of equipment, and 
(e) registration fees for staff attending conferences? 
Check ONE only. 
ts 0 4, Boke 
Be 1 Be 4 oD 
54 ee wees 
What is your sex? 
1. Female ie Male fe 
What was your age on January 1, 1977? 
ile Under 30 
: Lo-L9 shy 


3 
4, 50-59 
2 


4 60 and over 
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S. How many years of experience do you have as a princi- 
pal? (Count the present year as a full-year.) 


(a) Total number of years 


de th L, 10-14 
SONY a aaapsenac beter! Sh gente 1h, 
oe 5-9 Ge 20 or more 


(b) In your present school 


fee Td We tosis z= 
oe el nan atleast 15 
ae ee mes ae os oe 20 or more 


(c) In your present district/division/ county 


ae 1 Ly, 10-14 
cae 2-4 owe 15-19 16 
a> 5-9 Ge 20 or more 


9. Number of completed years of Post-Secondary 
Education (as assessed for salary purposes): 


i 3 years 


De 4 years 


oe 5 years 17 
L, 6 years 
10, Have you taken graduate courses in Educational 
Administration? 
1. No graduate courses 
2. some graduate courses 
. Diploma in Educational Administration 18 


M.Ed. in Educational Administration 


i — WW 
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11. How many activities sponsored by the Council on 
School Administration have you attended within 
the past two years? 


1. 0 

Ze th 

3. re iy, 
fe 

35 Lee 


12. To how many organizations do you belong? (for 
example, Lodges, or Service Clubs, Labor unions, 
church or synagogue, community associations, sports 
and athletic clubs, political groups, professional 
associations, social groups, nationality groups, 


etc.) 
ae 1-3 
a L6G 
20 
bx 7-9 
L, 10 or more 
13. (a) Does your spouse work full-time? 
tue NO 
SP Uetes 21 
Bo oe Married 
(b) If "Yes", is your spouse also employed as 
an educator? 
A Gea No 
Ze 
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SECTION B: OVERALL SATISFACTION 


Rate your degree of satisfaction. 


CIRCLE the selected number, 


c/e 


slightly dissatisfied 
Moderately dissatisfied 


Highly satisfied 


Moderately satisfied 
Highly dissatisfied 


slightly satisfied 


To what extent are you satisfied with 
each of the following? 


1. The effectiveness of your school in 


educating students who come to it , e 
(compared with other schools known Sei eon = 
sOyvOU). 
2 >0clal relationships im your work. Sean ee 24, 
3. The chance to do something that Seema) a) 4 26 


makes use of your abilities. 


Your overall satisfaction with your 
1010's 
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SECTION C: I-E SCALE 


LNSTRUCTIONS FOR THE I-E SCALE 


This is a questionnaire to find out the way in which 
certain important events in our society affect different people. 
Fach item consists of a pair of alternatives lettered a or bd. 
Please select the ONE statement of each pair (and only one) 
which you more strongly believe to be the case as far as you're 
concerned. Be sure to select the one you actually believe to be 
more true rather than the one you think you should choose or 
the one you would like to be true. This is a measure of personal 
belief; obviously there are no right or wrong answers. 


Please answer these items carefully but do not spend too 
much time on any one item. In some instances you may discover 
that you believe both statements or neither one. In such cases, 
be sure to select the one you more strongly believe to be the 
case as far as you're concerned. Also try to respond to each 
item independently when making your choice; do not be influenced 
by your previous choices. 


Circle your selected answer. 


THE I-E SCALE 


1,° a. - Children get into trouble because their 
parents punish them too much. 


b. The trouble with most children nowadays is 
that their parents are too easy with them. 


2. a. Many of the unhappy things in people's 
lives are partly due to bad luck. 


b. People's misfortunes result from the 
mistakes they make. 


3. a. One of the major reasons why we have wars 
is because people don't take enough 
interest in politics. 


b. There will always be wars, no matter how 
hard people try to prevent them. 
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In the long run people get the respect 
they deserve in this world. 


Unfortunately, an individual's worth often 
passes unrecognized no matter how hard he 
GILES: 


The idea that teachers are unfair to 
Students is nonsense. 


Most students don't realize the extent 
to which their grades are influenced by 
accidental happenings. 


Without the right breaks one cannot be 
an effective leader. 


Capable people who fail to become leaders 
have not taken advantage of their 
opportunities. 


No matter how hard you try some people 
just don?t tike! you. 


People who can't get others to like them 
don't understand how to get along with 
others. 


Heredity plays the major role in 
determining one's personality. 


It is one's experiences in life which 
determine what they're like. 


I have often found that what is going 
to happen will happen. 


Trusting to fate has never turned out as 
well for me as making a decision to take 
q definite course, of action, 
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15. 


In the case of the well-prepared student 
there is rarely if ever such a thing as 
an unfair test. 


Many times exam questions tend to be so 
unrelated to course work that studying 
is really useless. 


Becoming a success is a matter of hard work, 
fuck has Littler orimmothin=s tole with 36, 


Getting a good job depends mainly on being 
in the right place at the right time. 


The average citizen can have an influence in 
government decisions. 


The world is run by the few people in power, 
and there is not much the little guy can do 
about Lt. 


When I make plans, I am almost certain that 
I can make them work. 


It is not always wise to plan too far ahead 


because many things turn out to be a matter 
of good or bad fortune anyhow. 


There are certain people who are just no 
good, 


There is some good in everybody. 


In my case getting what I want has little 
Or Gotnines tO.do Wiel Tuck, 


Many times we might just as well decide 
what to do by flipping a.coin, 
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Who. gets to be the boss often depends on 
who was lucky enough to be in the right 
place frst. 


Getting people to do the right thing depends 
upon ability, “luckihas Little .or mothing to 
doe with. i. 


As far as world affairs are concerned, 
most of us are the victims of forces we 
can neither understand, nor control. 


0) 


By taking an active part in political and 
social affairs the people can control world 
events. 


Most people don't realize the extent to 
Which their slaves “are ‘controlled by 
accidental happenings. 


9) 


Dherewrealive Ts imoncuch. [ilagacs uct. 
One should always be willing to admit 
mistakes, 

fteis usually best to cover up one's 


mistakes. 


It is hard to know whether or not a person 
really likes you. 


Wy) 


How many friends you have depends upon how 
nice a person you are, 


In the long run the bad things that happen 
to us are balanced by the good ones. 


Most misfortunes are the result of lack of 
abilicy,. Lenorance, (laziness, or all three. 


With enough effort we can wipe out 
Dol iltical corrupyion. 


EPtis*eifiieult for “people “to have nich 
control over the things politicians do 
i Orne’. 
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sometimes I can't understand how teachers 
arrive at the grades they give. 


There is a direct connection between how 
hard bistudyvand euhe grades 1 get, 


A good leader expects people to decide for 
themselves what they should do. 


A good leader makes it clear to everybody 
what their jobs are. 


Many times I feel that I have little 
influence over the things that happen to me. 


It is impossible for me to believe that 
enhance <oraluck -plays<an important mole in 
my life. 


People are lonely because they don't try to 
be friendly. 


Trere Ss -notmuch use in trying too hard to 
please people, if they like you, they like 
you, 


There is too much emphasis on athletics in 
Gien school, 


Team sports are an excellent way to build 
character. 


What happens to me is my own doing. 


Sometimes I feel that I don't have enough 
eonuro. over *the direction my dace is 
taking. 


Most of the time I can't understand why 
politicians behave the way they do. 


In the long run the people are responsible 
for bad government on a national as well 
as on a local level. 
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SECTION D 
Rate your degree of satisfaction. 


CIRCLE the selected number, 


Le) 
ca) 
Tal 
Gy 
169) 
‘4 
45 
a) 
Y 
>> 
ae 
o 
~~ 
ian) 
4 
oO 
4s) 
O 
= 


Highly satisfied 
Slightly satisfied 


WORKING CONDITIONS 


1. The way in which teacher/board 
collective bargaining is conducted 
lmeAl berta: 


2, The way in which consultation between 
board and teachers concerning working Cao 
conditions is conducted during the 
school year, 


3. Salary you receive. 


4, Retirement benefits provided by 
the Teachers' Retirement Fund. 


5. Peovvshonceal or ssabbavicalalieaye,. 
6. Provisions for sick leave. 


7. Provision of custodial and mainten- 
ance services for your school. 


Sy eive- number of Nours "a principal is 
expected to work, 


9. Your physical working conditions, 


10. The portion of time devoted to 
operational duties. 


Do you have COMMENTS on any of the above matters? 
SO, write them here: 


slightly dissatisfied 


Moderately dissatisfied 
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Highly dissatisfied 
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Rate your degree of satisfaction. 


CIRCLE the selected number, 


PERSONNEL-RELATED MATTERS 


Ae 


+ 


19. 


Z0% 


Your relationships with teachers. 


The willingness of teachers to 
adopt a principal-initiated 
innovation, 

The competence of your staff in 
coping with day-to-day problems. 
The opportunity to help teachers 
solve their professional problems, 
Your relationships with students. 


General attitude of students 
yowards) staff. 

Your freedom to organize special 
PeOwie2onsMior Student individual 
differences, 

Availability of counselling 
services. 

Suspension and expulsion pro- 
cedures. 


Methods used in reporting pupils’ 


attitudes and achievement to parents. 


On Highly satisfied 


ON 


On 


ON 


\v |Moderately satisfied 


Ln 


Lt 


= iSlipehtly satisfied 


= 


Do you have COMMENTS on any of the above matters? 
If so, write them here: 


Slightly dissatisfied 
~~ |Moderately dissatisfied 


Se) 


AS) 
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Highly dissatisfied 
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Rate your degree of satisfaction. 


CIRCLE the selected number, 


Moderately satisfied 
Moderately dissatisfied 
Highly dissatisfied 


Highly satisfied 
slightly satisfied 


SCHOOL-RELATED MATTERS 
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program, 
Zoeeour Trecdom. LO.,allocare) teaching be 
assignments. oe a eM 
23. Responsibility associated with the 6 so halieet 28 
Princ Oat! Ss posit. On. - 
24, The consequences of participative 4 
staff decisions. Ge one 4 oe 
2b. Uhemeteicudes Offyour starti towards Z 
curriculum change. se | eae 30 
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Do you have COMMENTS on any of the above matters? 
If so, write them here: 
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Rate your degree of satisfaction. 1) 
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CIRCLE the selected number. Si ee 2 
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system are put into practice. 


Evaluation of principals. 


Do you have COMMENTS on any of the above matters? 
If so, write them here: 
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Do you have COMMENTS on any of the above matters? 
If so, write them here: 
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SECTION E: SOURCES OF JOB ATTITUDES orca 
eS Pare Seer 
OfTiciad 
Use Only 
c/c 
Which two factors contribute most to your overall Claes 
Satisfaction with the principalship? sat 
1, 
6-7 
2% 8-9 
Which two factors contribute most to your overall 
dissatisfaction with the principalship? 
ike 10-11 
tag Eom 


THANK YOU FOR YOUR CO-OPERATION 


Would you please return your questionnaire immediately af 
completion. 
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Questionnaire Items 


Items in Section D of the questionnaire have been 
grouped within five categories: 
1. WORKING CONDITIONS 
Gay Salerytand Benefits 
(a) Salary, actual amount received 
(pb) “Security in} retirement 
(oii Provisl once ore j0b absences, sick Leave and 
Study leave 
(ii) Working Conditions 
(a) Collective bargaining procedures 
(db) Consultation over working conditions 
(c) Workload 
(ad) School physical conditions 
(ar) tServices 
(a) Custodial 
{b) Maintenance 
2e PERSONNEL-RELATED MATTERS 
(i) Teachers 
(a) Relationships with teachers 
(ob) Attitudes of teachers 
(c) Their competence in solving problems 
(d) Their willingness to accept change 
(e) Their involvement in school decision-making 
(f) Consultative assistance 


(g) Professional discussions with teachers 
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(ii) Students 
(a) Relationships with students 
(b) General attitudes towards staff 
(e) Parental contact 
{d) Discipline issues 
{iii) Services 
{a) Counselling 
3. SCHOOL-RELATED MATTERS 
(1) Job characteristics 
(a) Autonomy and responsibility 
(5) Variety of tasks 
(ai Accountability 
(ii) Supervision 
(a) Program development: adjusting existing programs 
to meet pupil needs 
(ob) Program development: introducing new ideas into 
the school 
(c) Budget preparation 
{d) Assignment of duties 
(413) Services 
{a) Clerical personnel 
(6) sbibrary resources 
4, DISTRICT-RELATED MATTERS 
{i) Policies 
(a) Procedures for policy implementation 
(bp) Involvement of principals in district decision- 


making 
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Evaluation of principals 


Rapport 

(a) Relationships with central office 

(pb) Provisions for consultation 

(ec) Expectations of Board: view Of the principalshin 
Services 

(a) Inservice’ for principals 


5. OCCUPATION-RELATED MATTERS 
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JOb Characterretics 


(a) Accomplishment 

OD eh ecOsn? tion 

(ce). Authority 

»tatus 

(a) Social standing in the community 

(b) Attitudes of parents in the local community 

(c) Professional status: as viewed by educators 

(d) Professional status: as viewed by professionals 
(ey “Impact onvitamily Lite 


Services 


(a) 


Recreation facilities 


y 


mi 


be a ae 
i “hole ek “ eo soa ae 
\ iy ty anal ae Ke ‘ . 


Wie 
a 


chong enti, ne 


eh ienimlie it th aieties Laboor | 
wficwhtoo Lepol ei?.22 stuteey Fe ushut TA (a) : 

| é Li 

eregigsedu vil bewake BA) (tera Lacotenten? (ey 7 
Slenciz.¢&es yt bewetv @s Saree © fenbisse rest 4B) 
| ey otehe Qlidat de: Poem ee ad 
Ss ieeederee ‘clea, 
baltisiost notepesven C8) | Th, 
awe 1 GIN? ane Be 
a ea Cb a 


aes On Nts 


APPENDIX B 


DIStribUtLOMm Ueteers 


297 


7 n) 


ee |) he en) ey, 
i a i TD) 
; a ; y \ oan - > 
a 

? ‘i | op) 


} 7 \ 1 
te iat in . 7 
7 y 4 a a ’ -_— 
f . Cae 
y & ca ¢ : 


~ 


298 


A.W. Rice 

Department of Educational 
ACM ie wie olor 

Baucati On Centre 

The University of Alperta 

Edmonton, Alberta 

T6G 265 

May 134° 19% 


Dear Colleague, 


The staff and students of the Department of Education- 
al Administration at the University of.-Alberta have undertaken 
a number of studies of the satisfaction of Alberta teachers. 
These studies have raised a number of concerns which have 
required further examination by educational authorities. 


You have been randomly selected to participate in a 
Peovineial Study; whichy 1s {oO Obtain an overall "description of 
the satisfaction of Alberta’ principals. Although there are 
numerous demands on your time, will you take a few minutes 
to complete the enclosed questionnaire, Sources of Principal 
Saiesiaction. Your evaluation Of various aspects or your 
work environment will be of assistance in shedding light on 
the current situation of .senool principals across Alberta. 


The questionnaire is being sent to a sample of 450 
principals throughout Alberta. I hope that you find the 
questions interesting and that you will comment on any aspect 
you would like to draw to my attention. 


Please enclose the completed questionnaire in the 
stamped, addressed envelope. I would appreciate receiving 
your completed return at your earliest convenience. In order 


to ensure confidentiality, all data will be grouped and identi- 


fication of individual questionnaires will not be possible. 
Thank you very much for your help. 


Yours Sincerely, 


A.W. Rice 
Department of Educational 
Administration 
Univers? tyoot Alberts 
AWR/pk 
Bocl. 
P.S. Distribution of this questionnaire has been approved by 


the Research Director of the Edmonton Public School System. 
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A.W. Rice 

Department of Educational 
Administration 

Education Centre 

The University of Alberta 

Edmonton, Alberta 

T6G 2G5 

May le7 slo 


Dear Colleague, 


On May 13, 1977, I requested that you complete a 
questionnaire, Sources of Principal Satisfaction. To date, 
completed returns have been received from a substantial 
proportion of principals approached throughout Alberta. 


If you have already returned your completed question- 
naire, please accept my thanks for your co-operation and 
assistance. 


If you have not yet completed or returned it, would 
you please do so as soon as possible. 


Yours Sincerely, 


A.W. Rice 

Department of Educational 
Administration 

University of Alberta 
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Table 50 
Percentage Frequency Distribution of Responses 
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